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This is a case study of the worklife of workers in a medium
sized electronic factory in Hong Kong, with the aim of studying
implications of labour policy issues. Research data came chiefly
from an attitude survey of a sample of sixty workers from the factory,
supplemented by observation and experience of the researcher during a
fourteen weeks' field placement there.
The goal of the study is to explore into plausible measures
of improving the worklife of workers. Under this goal are three
objectives. The first is to identify the priority for policy formu-
lation as determined by workers' assessment of importance of various
job dimensions of worklife, and to see if the assessment is affected
by sex, age, education and skill. The job dimensions consist of the
substantive elements and the procedural dimension. The substantive
elements are further classified into job-context and job-content.
The dimensions of job-context under study are: pay, physical working
conditions and facilities, safety,, length and arrangement of working
hours, job security, payment methods, welfare services, relationship
with supervisor and co-workers, and opportunities for advancement.
The job-content dimensions under study are: scope for learning,
responsibility, initiative and variety. The second objective is to
examine the procedural dimension or participation of workers, their
preferred methods of participation and their willingness to partici-
pate. The third objective is to explore into workers' present and
preferred means of income-maintenance and their attitude towards the
Government's proposed insurance scheme.
Research findings indicate that the economic man concept
of treating workers is outdated as monetary reward is no longer on
the top priority. Other aspects of job-context as industrial safety,
physical working conditions and working hours, are on'top of the list,
3with human relationship (that is, relationship with supervisor and
co-workers) and two of the dimensions of job-content (that is, respon-
sibility and scope for learning) emerging. All these job-dimensions
are considered more important than pay, job-security and welfare.
The assessments of importance of all the above mentioned job-
dimensions, as well as participation, are not influenced by sex, age,
education and skill, but those of the four less important dimensions,
that is, initiative, variety, advancement and payment methods, are
affected by one or more of these variables. The more educated tend to
place more importance on initiative and variety the males tend to
regard variety and advancement as more important the skilled. workers
also tend to consider advancement as more important payment methods,
on the other hand, are considered important by the youngest and oldest
age group of the respondents. The differences mentioned are all signi-
ficant at the five per cent level.
The procedural dimension is ranked slightly behind job-context
and job-content, but the data concerning the methods of participation
show that very few respondents would not participate. The most pre-
ferred method is to elect representatives to the joint-consultative
committee if there is one in the factory, while joining trade-unions
is still not preferred by most of the respondents.
Respondents' present and future most preferred methods of income
maintenance lie in savings, but the response towards the Government's
proposed insurance scheme is most favourable indicating workers' willing-
ness to participate in contributory social insurance schemes.
5PREFACE
This study has been made possible through a fourteen weeks'
social work field placement from September to December, 1978, in
an electronic factory, where the dual-role of social worker and
researcher was played. Although the study aims at studying
policy implications through an attitude-survey of workers within
the said factory, it does not intend to prove policy and the
attitudinal findings and observation made merely serve as a starting
off point of analysis and discussion of labour policy and related
issues in Hong Kong.
There had been quite a number of difficulties that arose
in terms of both social work intervention and research process.
Much of these had been derived from suspicion and objection from
the middle-management staff. As a result, part of the original
design of the questionnaire concerning workers' satisfaction
over various aspects of worklife had to be cancelled. Despite all
these problems and difficulties encountered, social work inter-
vention and research processes were able to proceed with the per-
mission and assistance of the Managing Director of the factory.
A special thank you must be given to him (who may prefer to remain
anonymous), who had rendered so much support (both substantial
and moral) to the researcher throughout those fourteen weeks.
His trust and confidence in the researcher's work had been the
most reinforcing force behind every attempt.
The researcher is also indebted to Professor John F. Jones
who supervised over both field placement and research project.
His encouraging advice and unfailing guidance are most appreciated.
5A special thank-you is also given to Mr. T. be Lee, who arranged
for the field placement and gave much inspiration to the researcher
with the idea of industrial social work. Finally, the researcher
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1INTRODUCTION
I. Definition of Worklife
The subject matter of this study--worklife--is often described
as quality of working life, humanisation of work, internal indus-
trial environment. As these terms suffer from a lack of precision, 1
the Organisation for Economic Co-operation and Development (OECD)
proposes a new term known as job--life--defined as the life led by
the worker at his place of work while holding a particular job.2
Despite that the term job-life is a less ambiguous one as claimed by
the OECD, for the purpose of this study, the term worklife is used
here instead, to cover some of the factors which are not included in
the OECD definition such as pay and income protection and others.
Worklife here refers to the sum total of elements that are
related to paid work. The elements consist of two sectors, the sub-
stantive elements and their procedural dimensions. Substantive
elements are further classified into job-content and job-context. Each
of these elements has a procedural dimension relating to the degree of
control and of decision-making process which the worker exercises over
that element. Job-context here refers to the following job-dimensions:
pay, physical working conditions and facilities, safety, length and
arrangement of working hours, job security, payment mathods, welfare
services, relationship with supervisor and co-workers, opportunities
for advancement. Job-content here refers to the following: scope for
learning, responsibility, variety and initiative. These job-dimensions
'OECD, Policies for Life 'at Work (Paris: OECD, 1977), p. 10.
2Ibid., p. 28.
2
or job factors are by no means an exhaustive list, neither are all the
terms non-argumentative, but to serve the purpose here, the list is
just presented to give a general picture of what the term worklife
here means. A more detailed definition and explanation will be given
in Chapter Four 3
He Economic Growth and Labour Policy_
in Hong Kong
No one will deny that Hong Kong is a case of successful econo-
mic development after World War II. Since then, there has been an
increase of nearly 200 per cent in per capita income at constant value,
making it the most affluent society in Asia, only second to Japan and
comparable to Singapore.4 However, one may hesitate to say that Hong
Kong workers, whose contribution towards this rapid economic growth is
undeniably conspicuous in a predominantly labour-intensive industrial
economy, are enjoying a similar magnitude of growth in their worklife.
While there is growing attention in industrialised societies
towards improving the quality of working life, humanisation of work,
increasing workers' participation, workers in Hong Kong are still
deficient in more basic elements such as income protection measures,
paid maternity leave, shorter working hours. Yet it must also be
admitted that the emotional term sweated labour used to describe
the labour situation in Hong Kong in the 1960's will gradually cease
3The overall framework in defining worklife here follows
that of OECD, Policies for Life at Work, though there are some modifi-
cations and additions concerning the substantive elements, as influenced
by these studies: Frederick Herzberg, Bernard Mausner,and Barbara Be
Snyderman, The Motivation to Work (2nd ed. New York: John Wiley and
Sons, Inc., 1959 Clifford E. Jurgensen, Job Preferences, in Journal
of Applied Psychology (Vol. 63, No. 3, 1978) , 267-276.
4The GNP per capita in these three areas are (1978 estimate):
Japan, U.S $4910 Singapore, U.S. $2700 Hong Kong, U.S. $2110. See
Asia Yearbook. 1979. Far Eastern Economic Review, p.57.
3to appear with the growing attention towards improving the labour
conditions especially in the last few years.5 One of the factors leading
to this growing attention is that the government is aware that improved
working conditions will give Hong Kong more leverage in future trade
negotiations.6 One of the examples of improvement is the enactment of
legislation allowing from January, 1, 1978 seven days' paid annual
leave to all employees covered by the Employment Ordinance.
The above shows that changes in labour condition depend very
much on its function in the economy. Moreover, none of the improvements
so far have taken into consideration the needs of the workers. Workers'
participation in the formulation of public policy is negligible as
they are not represented on the Executive and Legislative Councils which
are the highest authorities in formulating government policies. Although
workers can make their views known to the government via the Labour
Advisory Board which includes four employers' and an equal number
of employees' representatives, the representatives from the Hong Kong
and Kowloon Trades Union Council represent only a very small portion
of workers in the colony.? On the other hand, the deficiency of research
in this area has given rise to many allegations and excuses of employers
in opposing to many of the to-be-enacted labour laws. For instance,
5The term sweated labour was used to refer to labour condition
in Hong Kong in 1965 by a delegate to the Annual Meeting of the British
Trade Union Congress, echoed in 1970 by American Garment and Textile
Workers' Unions. See Joe England and John Rear, Chinese Labour Under
British Rule (Hong Kong: Oxford University Press, 1975), pp. 64-65.
Occasional criticisms by British officials have been made over the labour
condition in Hong Kong despite improvements have been made in the late
1970's. See Row over exploition, South China Morning Post, August, 17,
1978, p.28 and Sweat Shop Claims are Ignorance, South China Morning
Post. August, 22, 1978, p.8.
Ca11 to improve Labour Conditions, bouts unina morniny rutLO,
December. 17. 1977, p. 4.
Further discussion on trade unionism in Hong Kong will be mane
in Chapter Nine.
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when the law on paid annual leave was to be enacted, employers had
pointed out that paid holidays were not every worker's dream, and
that most workers preferred receiving navment in lieu of leave.8
III. Purpose of the Study
The purpose of this study is therefore an attempt to study
implications of present and future labour policy by a general assess-
ment of the needs of workers through an attitude or opinion survey.
A sample of sixty workers was taken from an electronic factory where
the researcher had stayed for a fourteen weeks' period of social
work field placement. Research findings secured from answers to a
questionnaire are supplemented by the researcher's observation during
the placement period. Official statistics and data from other studies
are also used during the discussion of the policy implications. It
must be made clear here that this study does not intend to test
hypotheses or prove policy. The attitudinal findings are simply
utilized as a starting-off point of policy analysis. The study is
but an educational consciousness-raising exercise aiming at
sentitizing the Government, management and workers towards the issue
of worklife.
The goal of the study is to explore into plausible measures
of improving the worklice of the workers in Hong Kong. Under this
goal are three objectives: The first objective is to identify
policy priorities as determined by workers' assessment of the various
job dimensions of job-context, job-content and the procedural dimension.
Questions to be asked under this objective include: What is the
B See for instance, Problems of taking a break (Letters to the
Editor),'ditor) , South China Mornin Post, May, 28, 1977 and Paid holidays
not every workers' dream (Letters to the Editor), South China Morning
Post, May 31, 1977.
5
degree of importance attached by workers to the various job dimensions
of worklife? What implications can be derived at by comparing the
degrees of importance of these job dimensions? How do sex, age,
education and skill affect the assessment of each job dimension?
What are the implications if these four variables do (or do not)
affect the assessment? The second objective is to examine the extent
of willingness of workers to take part in various proposed means of
participation. Questions to be asked are: How do sex, age, education
and skill affect the answers? If they do (or do not), what are the
implications? If workers do not want to participate, what are the
reasons? The third objective is to explore into workers' present
and preferred means of income protection, and their attitude towards
the Government's proposed semi-voluntary sickness, injury and death
insurance scheme.9 Questions to be asked here are: Have they heard
of the scheme? Are they willing to take part? If not, what are the
reasons? What are their implications for present and future social
legislation on income protection?
IV. Plan of Presentation
The presentation of this study falls into three parts.
Following this Introduction is Part One which concerns the theoretical
framework and background to the study, consisting of three chapters.
Chapter One includes a short review of some basic western theories and
9 The proposed scheme is one of the proposals included in a
Green Paper on social security: Hong Kong Government, Help for those
least able to help themselves (Hong Kong: Government Printer, November,
1977), pp. 26-30. The proposed scheme has been a subject of wide debate
and no conclusions have yet been reached. However, the Government is
expected to make some announcement towards the end of 1979. See
Address by H.E. the Governor, Sir Murray Maclehose at the Opening
Session of the Legislative Council, 11 October, 1978 (Hong Kong:
Government Printer, 1978). p. 12. Details and comments of the scheme
will be further discussed in Chapter Ten of this Paper.
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concepts about workers and work which help to enhance understanding
of the base of policy formulation concerning worklife in western
societies. Chapter Two presents the current social policy issues of
life at work in the OECDcountries, the readings of which stimulate
the formulation of the conceptual framework of this study. Chapter
Three which is the final chapter of Part One, consists of an analysis
of the development of-labour policy in Hong Kong, beginning with some
factual information on the political and economic background of the
Colony, followed by the historical perspectives of labour policy
development. This chapter then discusses some of the reflections
arising from the analysis, the challenges in the 1980's, and finally
the basic policy issues to be considered in this study.
Part Two- of the study consisting of Chapter Four only, is mainly
presentation of the research design. The setting of the study, the
sampling method, the tool and process of data-collection, methods of
measurement, statistical manipulations and methods of analysis, are
all discussed in the respective order.
Part Three presents the findings of the study together with
analyses and implications for relevant policy issues. It consists of
six chapters beginning with Chapter Five on the general characteristics
of the respondents, followed by Chapter Six on the ranking pattern of
the job dimensions. Then findings on each job dimension of job-context,
job-content and the procedural dimension, together with the analyses
and policy implications are presented in the next three chapters, that is,
Chapter Seven, Eight and Nine. In Chapter Ten, the findings on workers'
attitude towards income protection and the proposed insurance scheme
are presented and discussed. Implications for present and future policy
on income protection and maintenance are also studied.
Finally, the Paper ends up with a summary and conclusions on
the findings, analyses and implications, together with some overall





The problems of manual workers and their work have long been
concerned in the western industrialised societies where social policy issues
on workers and work have been greatly influenced by social scientists'
theoretical concepts. In Hong Kong which is basically a Chinese society
with a lot of western influences and imported ideas, policy on workers
and work has however been formulated chiefly for political and economic
reasons. The purpose of this part of the Paper is not to impose arbi-
trarily western social science knowledge on labour policy making in
Hong Kong, as it is widely accepted that the formulation of social policy
is based on local needs and must therefore suit its political, social,
economic and cultural climate. On the other hand, there has been increa-
sing awareness on the part of the government and the investing indus-
trialists that the economic survival of the Colony no longer depends
on cheap labour (in terms of low wages, poor conditions of work and
employment), but on other factors. As put it in an OECD paper, The
condition of life and work in the less developed societies has been
brought forcefully into the orbit of coercive comparison of the
10
advanced industrialism by both moral and power considerations." The
Commissioner for Labour of Hong Kong had said not long ago: "If we
do not make progress in these [working conditions] and other social
fields we leave ourselves open to considerable moral and political
criticism. 11
With thinking along this line, some western concepts and social
policy issues on workers and work are discussed in Chapter One and Two
respectively, so that an ample knowledge of the evolution of western
concepts and policy formulation will hopefully be sufficient to shed
light on the development of labour policy in Hong Kong in Chapter Three.
10 Jack Barbash, Work in a Changing Industrial Society: Final
Report on an International Conference convened by the OECDParis,
15-18th October, 1974 (Paris: OECD, 1975), p. 22. (Italics mine.)
11 "Ca11 to improve Labour Conditions," South China Morning Post,
December 17. 1977,p.4.
9CHAPTERONE
WESTERNTHEORIES ON WORKERSAND WORK
THE EVOLUTIONOF CONCEPTS
I. The Concept of Alienation
of Labour
Theoretical concepts concerning workers and their worK go oacK
as far as more than a century ago in Karl Marx's earlier writings in
the 1840's when he advanced the theory of the alienation of labour.12
Although this theory has been subject to much controversy, the theorization
of the powerlessness, meaninglessness and isolation of workers does
give important insights into the effects on human satisfaction. Despite
their being socialist oriented, these reflections on alienating conse-
quences of labour under capitalism have been reincarnated to become
a dominant theme of the contemporary western intellectual discourse.
Even in a capitalist society like the United States the term alienation
has been appropriated into commonusage as shown by the titleWorker
Alienation for U.S. Senate hearing. 13
12 Karl Marx, Alienated Labour, in Industrial Man, ed. by Tom
Burns (Middlesex: Penguin Books Ltd., 1969 , pp.95-109.
13 Barbash, Work in a Changing Industrial Society, p. 28.
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II. The Concept of The Economic Man
1900-1920
Orientations towards the worker in the non-Socialist industria-
lised societies in the early 1900's were influenced by the scientific
management theories of Frederick Taylor whose view of the worker is
a biological machine. Basing on the principle of survival, the
motivation of worker to work is seen here as solely economic and
pay is the principal incentive while worker is expected to co-operate
with management as long as financial advantages are given. Incentive
payments were initiated by Taylor: a high piece rate was paid to workers
who completed assigned work within a given time, but a very low rate was
paid in case of failure and the return was so small that the workers
were forced either to work faster or quit. He also initiated time and
motion study, work simplification and devote much attention to food,
health, accident treatment and prevention, and physical envit onment,
that is, light, heat, noise and so on. Though his approach has met
with much hostility of workers, the scientific management theories
signify the importance of physical work environment, which may be
supportive to workers for either biological or social reasons. l4
III. The Concept of The Psychological Man
1920-1940
Following the scientific management approach is the emergence
14 For a more comprehensive view of Taylor's theory and work, see
Delbert C. Miller and William H. Form., Industrial Sociology (New York:
Harper and Row, Publishers, 1964), pp. 647-656 and J.A.C. Brown, The
Social Psychology of Industry (Harmonds-worth: Penguin Books Ltd., 1954) ,
pp.12-16. Both authors selected materials from Frederick W. Taylor,
The Principles of Scientific Management, (New York: Harper and Row,
1911).
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of the early Industrial Psychology around the 1920's. The worker here
is treated as an individual whose intelligence, ability, skills and
temperament are believed to be predictive of his work behaviour. He is
still very much the biological machine but reacting to the stimulations
of the environment. Reward and penalty system, characteristic of the
15
carrot-or-stick philosophy, are still predominant. However, it has
become increasingly evident that these sanctions are no longer as
effective as they oncd were in a situation where jobs were open to
choice and dismissal merely means getting another job. - Hence financial
incentive is not the only stimulant to make workers work hard but more
welfare as well--such as welfare schemes, holidays with pay, dances,
outings, free medical treatment. In short, he satisfies all possible
physical needs and leaves the psychological ones--responsibility, pride
of craft, self-respect, status and a sense of social usefulness still
16
unsatisfied.
IV. The Concept of The Social Man
1940-1960
The above early industrial psychological view was predominant
till the ' 1940' s when there was the emergence of new schools of thought
--the human relations approach. Elton Mayo, regarded as the Founding
Father of this School, and his Harvard associates, conducted a number
of experiments during the Second World War on the social aspect of work,
17focusing on personal and group relations. During this time, the image
of social man dominate the scene. The Man here is viewed as one who
seeks affiliation and identity with groups and associations of many kinds:
15Miller and Form, Industrial Sociology, p. 659.
16Brown. The Social Psychology of Industry, p. 38.
17Elton Mayo, The Social Problems of an Industrial Civilization
(Boston: the Andover Press, 1945),
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family, neighbourhood, work, recreational groups, church, political
party, union or occupational association. 18 Together with the growth
of collective bargaining during this period, Mayo's research has
stimulated the growth of research on group dynamics and human relations,
leading to the urge of participation of workers in decision-making,
believed to be able to increase productivity and decrease labour turn-
over and absenteeism.
McGregor puts forward two polar types of management theories
representing a revolution in the leadership orientations of managers:
Theory X and Theory Y. Theory X is a statement of an earlier set of
beliefs that--the average human being has an inherent dislike of work
consequently, he may be controlled or threatened he prefers to be
directed, wishes to avoid responsibility he is motivated almost exclu-
sively by financial motives and other considerations are irrelevant.
Theory Y on the other hand is an emergent set of beliefs-the expenditure
of physical and mental effort in work is as natural as play and rest
external control and threat of punishment are not the only means for
bringing about effort towards original objectives he is self-directed,
and not only to accept but seek responsibility commitment to objective
is a function of the rewards associated with their achievement.19
Around the same time, industrial psychologists have become
interested in investigating into the true satisfaction factor of workers
in work. Herzberg and his associates have stimulated the attention on
job-enrichment as they have discovered two dimensions on ,job-satisfaction:
satisfiers are achievement, recognition, the work itself, responsibility
and advancement while dis-satisfiers are company policy and adminis-
tration. supervision, inter-personal relations and working conditions. 20
18Miller and Form Industrial Sociology, pp. 682-683.
19Douglas McGregor, The HumanSite of Enterprise iMcuraw hill, ltIouJ ,
pp.33-34, pp. 47-48.
20Herzberg, Mausner and Snyderman, The Motivation to work, p. 1b.
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Industrialists and management scientists are interested in such
theorization because job-satisfaction of workers may lessen turnover
and absenteeism and indirectly influence productivity. Humanists are
interested in such because they feel that since workers spend a large
part of their lives at work and have contributed a lot to economic
growth, they deserve much attention to be made happier at work.
V. The Concept of The Socio-political Man
1960-
Miller and Form postulated that from the 1960's onwards, the
emergent view of the worker would be that of a socio-political man,
stressing importance of group participation in decisions affecting the
worker or work group, expressed in such personnel practices as staff
meetings, joint consultation machinery, Union as a communication and
bargaining channel, co-operative ownership or management practices,
community political participation programs. The authors postulated
that the social pressures forcing this development can be foreseen
as the continuing Communist threat, the automation of industry, and
the emergence of a leisured, well-educated high income population. 21
Increasing emphasis will be put on industry and community relations
All the above mentioned research and studies on scientific
management, job satisfaction, human relations, participation,
and the concept of worker as the economic man, the psychological
man, the social man and the socio-political man, seem to be
productivity oriented, that is, geared towards the purpose of increa-
sing workers' productivity. However, they are of great value to the
development of social policy for the workers, with speical regards to
policies aiming at improving the quality of working life, humanisation
of work and improving the internal industrial environment.
21 Miller and Form. Industrial Sociology, pp. 684-686.
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CHAPTERTWO
POLICIES FOR LIFE AT WORKIN
INDUSTRIALISED COUNTRIES
I. The Importance of Worklife and
Policies Formulation 22
Workers' worklife is important to the welfare of individual
citizens and to society as a whole thereby making it a concern of
government. It is important to individual citizens for four reasons:
firstly, the possession of a job is for most people essential to their
self-respect, sense of personal worth and experience of a meaningful
role in society secondly, the income attached to a job determines
the standard of living and influences the workers' life thirdly, since
workers spend a large part of their lives at work, the conditions of
work and characters of the job are of vital importance to them finally,
the conditions of work and character of workers' job have important
effects on their off-ob lives and that of their families as well.
The importance of worklife to society lies on the following:
firstly, unemployment produces social and economic problems so that
more resources need to be directed to social welfare programs secondly,
working conditions and character of jobs can be the underlying cause
for industrial conflict which eventually imposes cost on the whole
ze Discussion in this Chapter is based on the book: OECD, Policies
for Life at Work.
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community thirdly, absenteeism and labour turnover resulted from the
same reasons also raise production costs, detrimental to the economic
condition of the community finally, if workers' physical or mental
well-being is damaged directly or indirectly by undesirable working
condition or job character, more social and economic costs will be
imposed on the community.
Hence for the benefits of individual workers and society itself,
the government is bound to concern with the problems of worklife.
Moreover, since governments are concerned with the economic and social
progress of the nation, including the smooth working and strengthening
of the economy and the conditions necessary for prosperity and economic
growth, policies directed towards these goals inevitably involve the
working lives of the people.
For these reasons, the OECDhas recently published a book
named Policies for Life at Work, a valuable contribution to policy
development in respect of such issues as working conditions, new forms
of work organization and workers' participation. Members of DECD23
are called upon to improve the Joblife of the labour force in the
respect of (1) Job-content, that is, the nature of the tasks performed
and the technological and work system (2) Job-context, that is,
physical working conditions, safety, length and arrangement of hours
of work, security of tenure, methods of payment and pay structure,
opportunities of advancement, fringe benefits, welfare services and
co-workers as well-as (3) the procedural dimension relating to the
degree of control which the workers exercise over the above substantive
elements and the extent to which the worker can take part in the broad
strategic decisions of the enterprise, that is, participation of workers.
23The members of OECDare: Australia, Belgium, Canada, Denmark,
Finland, France, the Federal Republic of Germany, Greece, Iceland,
Ireland, Italy, Japan, Luxembourg, the Netherlands, New Zealand, Norway,
Portugal, Spain, Sweden, Switzerland, Turkey, the United Kingdom and
the United States----a good representation of the industrialised countries
in the non-Communist world.
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II. Long Term Social Trends Fostering
Interest in Job-Life
The same study also postulates that there are a number of
long-term social trends fostering interest in Job-life in industrialised
societies:
The first is the rising level of living in these societies
where workers are satisfied with most of their basic need, hence being
able to devote much attention to improving their joblife as well
The second trend is the increasing level and quality of education
which results in rising expectations towards upward occupational mobility,
It is widely accepted that the more educated is entitled to better
working conditions and more satisfying job-content.
The third trend fostering interest in job-life is the increasing
difficulty in recruiting and retaining labour for certain types of job
in a number of advanced industrialised countries, due to undesirable
job-life provided in these jobs. An outcome is an unbalanced supply
and demand in manpower with labour shortage in certain sector and general
surpluses in the labour force. Moreover absenteeism and labour turn-
over will be resulted, creating cogent economic reasons for manpower
to take action to improve the quality of work-life.
The fourth trend occurring in most industrialised countries
is the gradual shift of values away from monetary rewards towards a
full life or off-job life, resulting in increasing resistance by
employees to upward and geographic mobility.
The fifth trend is the increasing demand for extension or
democracy into the work-setting since there is the tendency for demand
of greater control over one's own life which includes one's job-life.
The sixth trend is the emerging view of the quality of life
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as a goal in its own right, as an objective of economic and social
policy, not as a means to an end such as the working of the labour
market or industrial efficiency.
Another emerging view is that workers should not bear all the
costs of poor job-life, costs in terms of discontent, injury, ill
health, disruption to family life and restricted opportunity for per-
sonal growth and development. This goes together with the question of
equity that is likely to receive attention in the coming years.
This view is regarded as the seventh trend fostering interest in job-
life.
There is also growing recognition that economic growth and
vdvances in technology do not always improve joblife. Although tech-
nological advancement often removes strenuous physical burden from
the worker, new kinds of stresses such as social isolation, short-
cycle repetition, machine pacing, have been replaced. This contributes
to the eighth trend that fosters interest in job-life in most
industrialised countries.
The ninth trend surely comes from the growth of researches in
this area. Researches dating from early in the century have revealed
the potentialities of contribution of optimal job-life (such as job-
satisfaction and human relations) towards efficiency, giving rise to
creation of new forms of work organization to replace the traditional
Taylorised type.24
24 For early researches see Chapter One of this Paper. More recently
the OECDhas also conducted a number of research on measurement of job-
satisfaction and workers' participation. See Alan H. Portigal, Towards
the measurement of Work Satisfaction (Paris: OECD, 1976) Jack Barbash,
Job Satisfaction Attitude Surveys (Paris: OECD,1976) OECD, Prospects
for Labour Management co=operation in the enterprise. (Paris: OECD, 1974)
Barbash, Work in a Changing Industrial Societ OECD, Workers' Participa-
tion (Paris: OECD, 1976 Norman F. Dufty, Chan es in -Labour Management
Relations in the Enterprise (Paris: OECD, 1975).
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Finally the tenth trend fostering interest in joblife is the
increasing attention given to Job-life by the mass-media to which




THE DEVELOPMENTOF LABOURPOLICY IN HONGKONG
AN ANALYSIS
After having a quick glance over western concepts of workers
and their work and social policy on worklife in industrialised countries,
which help to. formulate part of the theoretical framework of this
study, a more important task here is to review the development of labour
policy in the Hong Kong context. It will be of interest to the readers
that despite its political, cultural, social and economic uniqueness,
its stages of development are somehowin line (although not as advanced)
with the early stages of development in industrialised countries.
Before dwelling into subject matter, a short account of the political
and economic background of Hong Kong is essential in understanding the
development of labour policy process.
I. Political Background
Hong Kong, consisting of the Island of Hong Kong, the Kowloon
Peninsula and the New Territories with a total area of nearly 400 square
miles, is a British Crown Colony being acquired by Britain from China in
three stages: Hong Kong Island in 1642 Kowloon Peninsula and Stone-
cutter Islands in 1860 the New Territories was leased to the Crown in
1898 for a 99 years' term. This means that by 1997, the lease of the
New Territories will expi're and its area of 365 square miles will be
due for return to China. Few people believe that Britain will retain its
sovereianity over the remaining 33 square miles of land after 1997.
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For this reason, political uncertainty has prevailed over this borrowed
place, borrowed time." 25 However, the many political changes in China
and in the international scene in the 1970's seem to have made the date
1997 less significant than it appeared to be. Firstly with the belated
entry of China into the United Nations, China had emphasized that Hong
Kong is not regarded as a Colony but as part of China and in her eyes
the British have not a lease but a licence. This has been interpreted
by many people that 1997 might be allowed to pass without.requiring
the change in the status quo of Hong Kong 26 Then comes the current
Modernization Program of China. The Governor Sir Murray Maclehose's
recent historic visit to China gaining assurance from Mr. Deng Xiaoping,
China's Senior Vice Premier, that Hong Kong investors can put their
heart at ease", is surely good news for local investors.
It can be said therefore that the political prospects for Hong
Kong have been more favourable than before. Even so, some uncertainty
inevitably remains, and this uncertainty has been the basic influence
over the attitude of Hong Kong people and its government--a direct
bearing over the labour policy development in Hong Kong since the post
war period.
II. Economic Background--its Characteristics
and Relations to the Labour Situation
The next concern here is to have a glance over the economic and
labour picture of Hong Kong. Since the Communist take-over of China in
25 This term is used by Richard Hughes in his book, borrowed Mace,
Borrowed Time: Hong Kong and its many faces (2nd revised ed. Singapore:
Toppan Printing Co. S Pte. Ltd., 1976)0
40 Fnaland and Rear. Chinese Labour under British Rule, pp. 1-2.
27 Don't worry, Deng tells HK investors',, 5ouzn. unina morning
Post, April 7, 1979, p.1.
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1949, Hong Kong has been rapidly industrialised. After these thirty
years of industrial and economic growth, Hong Kong has now won its
international reputation as a leading manufacturing and commercial
centre 28 Light manufacturing industries predominate in the Colony,
accounting for about 76 per cent of Hong Kong's total domestic exports.
About 69 per cent of the total industrial workforce are engaged in
light industries such as textiles, clothing, electronics, plastic
products, toys and watches. These industries are all labour-intensive,
requiring semi-skilled workers, the majority young female workers. Because
of the competition of these industries for the same ideal type of
workers, labour shortage problem in Hong Kong is serious and is even
more serious than before.. According to official statistics, the
number of reported vacancies from 1970-1973 averaged around 22,000.
The number went down to 3,000 in 1975 when there was economic recession,
but it soon shot up again and reached 39,520 in March, 1977 29 The
number of reported vacancies was estimated to have risen to 50,000 at
the end of 1978.30
The Hong Kong General Chamber of Commerceindicated lately that
manufacturers are being forced to tailor their production to the
availability of labour and not a few have said they cannot embark on
expansion programs to meet demand. 31 Manufacturers are planning either
to import labour or joint ventures with China where there is no problem
of labour shortage. Indeed the labour supply pattern is another factor
influencing the development of labour policy in Hong Kong in the last
three decades, next to political and economic reasons.
28Hong Kong Government, Hong Kong 1978: a Review of 1977
(Hong Kong: Government-Printer, 1978)9 p. 12.
29Hong Kong,: Labour Department, SomeFacts about Employment in
Hong Kong (Hong Kong: Government Printer, 1977), p. 12.
30Labour Shortage holds up growth, South China Morning Post,
April 5, 1979, Business News, p. 1.
31Ibid.
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Another characteristic of Hong Kong industries is the predomi-
nance of small industries. According to 1976 Census of Industry, of
the total number of establishments (31,896), 28,608 (or 89.6 per cent)
employ less than 50 workers in each of them, and 19,199 (or 60.2 per
cent) employ less than 10 workers in each. 35 per cent of the total
workforce are employed in establishments employing less than 50 workers.32
This feature has a definite influence over labour condition in Hong
Kong: the smaller the workplace, the more informal will be the commu-
nication between workers and management, opportunites for promotion
fewer, the impact of labour legislation reduced, and the likelihood of
trade-union organization rare. 33
The next commonfeature of the industrial structure of Hong Kong
is that of fluctuations in production resulted by switches of consumer
tastes, restraints placed on inputs into other countries and penetra-
tion of Hong Kong markets by low wage Asian competitors. The dwindling
of wig factories from the number of 478 in 1970 to 160 in 1973 is one
dramatic example. The redundant workers were however quickly absorbed
by other growing industries and no major industrial disputes occurred.34
Other reasons contributing to the relatively few industrial
disputes in Hong Kong include the determination of wages by the state
of trade and productivity of each enterprise rather than by trade-
union. In fact, trade unionism in Hong Kong is very weak as a power for
collective bargaining or improving working conditions. Further dis-
cussion about this will be made in Chapter Nine. Besides, with the
32 Percentages computed from figures obtained from Census and
Statistics Department, Hong Kona Annual Di est of Statistics, 1978 Edition
(Hong Kong: Government Printer, 1978), p. 62.
33 England and Rear, Chinese Labour under British Rule, p. 32.
34 Ibid. P. 34
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opening of more choices of job, labour turnover is high, being rein-
forced by the physical setting of many factories which are housed in
multi-storey blocks with different factories operating even on the same
floor, thereby allowing workers to change jobs easily. The ease in
changing jobs avoid direct confrontation with the employer. Quitting
the job is the form of protest against disatisfied working conditions
35
or pay.
The above picture showing the political background, and the chara-
teristics of the economic and industrial structure of Hong Kong, helps
to enhance the understanding of the development of labour policy in
Hong Kong. In short, the political uncertainty induces Hong Kong
entrepreneurs to make as much money as quickly as possible. Social
responsibility of industry is hardly recognized as it will easily be
rejected by industrialists. Moreover, the predominance of small enter-
prises, the fluctuation in production and employment, the special feature
of wage determination, weak unionism, physical setting of factories,
availability of more openings for jobs---are all factors helping to
explain the absence of a strong labour movement in improving working
condition of the workers. Hence all initiatives lie solely on the
government whose intervention is chiefly stimulated either by political
or economic reasons. This statement is hereby supported by an analysis
of the development of labour policy in Hong Kong throughout these three
decades or more.
III. Development of Labour Policy in Hong Kong
The Historical Perspectives
Three distinct stages of development in Labour Policy are
envisaged here since the post-war years. The first stage is the post
war period till 1967 the second stage initates right after the 1967 riot
till the late 1970's when another new stage has just begun.
%DoEngland and Rear, Chinese Labour under British Rule, pp. 34-35.
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l . Postwar-1967
The first few post-war years saw the influx of refugees from
China due to the civil war which became more bitter after 1946, resul-
ting in the bringing in of more capital and giving impetus to rapid
industrialization in the Colony. Before World War II, workers were only
protected to a very limited extent under the Factories and Workshops
Ordinance No. 27 of 1932, relating to some safety measures in factories
and employment of womenand young persons. This Ordinance later gave
way to the Factories and Industrial Undertakings Ordinance No. 34 of 1955.
Post-war rapid industrialization necessitated the enactment of the
Trade Unions Registration Ordinance No. 52 of 1948 and the Workmen's
Compensation Ordinance No. 28 of 1953, which remains the only social
legislation governing social security for workers in Hong Kong.
Another major improvement for workers was in 1959 when an amendment
was made to the Factories and Industrial Undertakings Ordinance upon
the working hours of womento ten hours a day, with one compulsory
rest day in every seven for all womenand young persons in industrial
employment. Since then, no major changes occurred in improving labour
conditions in the Colony. Neither labour relations were promoted.
Although the 1960's save continuation of rapid industrialization with
already signs of labour shortage, no great impetus was given to the
overhaul of the Colony's labour laws until the confrontation of 1967,36
2. 1967-early 1970's
.After the 1967 riots, a new era of labour policy began. Altnougn
the government stressed that the riots were only confrontation between
one ideology against another instead of industrial discontent, the
Commission of Inquiry's report sounded the first warning bell for
J©Fnnlnnd and Rear. Chinese Labour under British Rule, p. 123.
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improvement in social welfare and employment. As a result the Employ-
ment Ordinance No. 38 of 1968 was passed: working hours for women
and young persons were reduced to forty-eight hours a week, male
workers also have the option to take a weekly rest day, unpaid
maternity leave and improved sickness allowance and paid holidays
were provided. A Labour Tribunal under the Labour Tribunal Ordinance
No. 16 of 1972 was also established. In 1975, the Labour Relations
Ordinance No. 55 was also passed. 37 Hence it can be seen that political
exigency sparks off a chain of improving conditions for workers since
1967.
3. Late 1970' s--
By late 1970's, another new stage of development for labour
policy has been reached, giving impetus to a number of more progressive
improvements in labour condition and related policy issues. This
time it is the economic exigency rather than a political one. In
Chapter One, it has already been mentioned of the criticisms made by
British and American Trade Unions over the sweated labour situation
in Hong Kong since the 1960's. In 1975, a motion was passed at the
Labour Party Conference of the United Kingdom to examine industrial
relations in Hong Kong. The motion was inspired by textile and
garment workers in the United Kingdom that attacked unfair competition
to British textile workers because of poor working conditions and
low wages in Hong Kong. As a result an expert from the United Kingdom
was asked by the Foreign Office to study local industrial and trade
union relations, policies and problems and to make recommendations.36
There has also been pressure from the International Labour Organiza-
tion to improve working conditions as Hong Kong is being accused of
engaging unfair trading practices through cheap labour, 39
37Enaland and Rear, Chinese Labour under British Rule, p. 123.
38Signpost to future wages, South China Morning Post, January
19.1978. P. 1.
39Wah Kiu Jih Pao. November, 16, 1976.
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To what extent that the expert's recommendations have been
adopted is not known as the report was not made public. However one
thing is certain--more progressive changes have occurred in the late
1970's, especially shortly before and after the move by the European
Economic Community towards a protectionist textile agreement with
Hong Kong, where Britain played a major part in formulating the
European Economic Committee position 40 Some more prominant changes
are: the passing of law granting annual leave of seven days for workers
effective from January 1, 1978 improvement on severance pay has also
been made in June, 1977 by increasing the rate for monthly workers
from ten to fifteen days for each year of service and to backdate it
to August, 1966 child labour fine has also been doubled in April, 1978.
Despite many employers' protests, all these laws were eventually passed,41
On top of all these is a very important and most welcoming
education policy issue which is very much related to the determination
42
of wiping out child labour in Hong Kong. It is the announcement by
the Governor, Sir Murray Maclehose in his speech at the opening session
of the Legislative Council on October 5, 1977 of legislation by stages
to make secondary education compulsory and free up to form three or
the student's fifteenth birthday by 1980, the abolition of fees for
junior secondary education in the public sector and to prohibit the
employment of children under fifteen in non-industrial as well as
43industrial undertakings. When Sir Murray Maclehose first arrived in
40 "EEC's new move is political and Fight, don't panic, urges
McGregor, South China Morning Post, October 1, 1977, Business News, p. 1.
41 Employers' protests against the paid annual leave and severance
pay were eminent. See South China Morning Post, May 9, 139 28, 31, 1977.
42 Hong Kong has been cited in a special report on cnila iaoour
drawn up for a United Nations working group on slavery. See We're in
UN child labour reoort. youth China Morninq Post, August 25, 1978, p. 11.
Address b H.E. the Governor Sir Murra Maclehose at the Opening
Session of the Legislative Council October 5, 1977 (Hong Kong:
Government Printer, 1977).
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Hong Kong, in his opening address of the 1972-73 session of the Legisla-
tive Council, he already announced his target for such compulsory and
44
free junior secondary education, however to be attained by 1984. His
announcement in 1977 had therefore escaped prior speculation, 45 but
seen in the context of the EEC issue, it is a timely announcement.
IV. Some Reflections
The above account of the development of labour policy and
related policy issues indicates that so far conditions for workers
have been improved under political and economic exigencies in the 1960's
and 1970's respectively. We have also seen that there has been no
overall comprehensive social policy on workers and work. It has been
observed firstly that improvements so far have been substantive
rather than procedural. Secondly, even for the substantive elements
provided, there are still a lot of improvement to be made--for
example no attention has yet been given to job-content. Thirdly,
social legislation has lagged behind labour laws. These three
observations are further discussed here.
1. Substantive elements--a product of
workers' attitudes?
It can be seen that the dimensions of job-context such as
industrial safety, working hours and so on have been the main concern
of the government, though enforcement of laws regarding these elements
46is one questtion, that lnnnholes need to be vluaaed is another. An
44 England and Rear, Chinese Labour under British Rule, p. 15.
45
Governor lashes out at the EEC , South Ghina Mornim Noss,
October 9, 1977, Business News, p. 1.
46
Details will be discussed in Chapter Seven together with the
findings and policy implications.
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obvious observation is that the job-content of worklife has never been
touched upon either by the government or management. The latter is
still using monetary reward as the chief incentive, supplemented by
welfare services such as transport, recreational activities, to
motivate workers, a reminiscence of the Taylorised model in the
West during the early 1900's and the concept of the economic man.
In fact, researches in the ' past concerning Hong Kong workers' attitude
towards work have confirmed that the economic man approach is on
the right track since workers are found to regard pay and monetary
reward as their primary goal in work.
Mitchell in his-study on the degree to which people like their
work and the meanings they found in it, found that in Hong Kong the
percentage of workers who said what they most liked about their work
was the income it offers, is higher than those in Bangkok, Malaysia,
Singapore and Taipei. Moreover there were lower percentages of workers
in Hong Kong who liked their work .cry much than workers in the other
Asian countries, chiefly because of the prestige of their job and the
lacking of opportunity to use their ability.47
In another employee attitude survey, Carr also found that
improvements in non-wage conditions were not likely to motivate the
worker to work harder or stay on the job, but the work morale is related
to pay, 48
Chaney found from a sample of Hong Kong shopvrorkers that job-
47R. E. Mitchell, Levels of Emotional Strain in Southeast
Asian Cities, Hong Kong, 1969. (Mimeographed.)
48Neil Carr, Employee Attitude Survey in Hong Kong Engineering
C0.1 The Journal of Industrial Relations (Vol. 15, no. 1, March, 1973),108-111.
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satisfaction was strongly associated with salary it was also sig-
nificantly associated with the existence of supplementary cash pay-
ments such as overtime pay, bonuses and the receipt of tips. In
contrast, regular hours of work, monthly holidays and fixed meal
breaks, the type of benefits the worker might expect to derive from
working in more modernized firms, were not associated with job-
satisfaction. 49
In a study on the ranking of work values by Hong Kong workers,
Teo also found that the values economic returns and security were
highly ranked by the Hong Kong workers whereas in previous studies on
western groups values such as intellectual stimulation, achievement,
variety were being highly valued.50
In another study on workers' attitudes in Hong Kong, Dr. Ting-
Chau found that Hong Kong workers listed monetary reward as their
primary goal in contrast to the Japanese workers who wanted to live
up to the expectation of their family and society, and the American
counterparts who worked hard because they felt it was their responsibility
to do whateverv ork was assigned to them. However, in the same study,
it is also found that there are growing similarities between worker
attitudes in Hong Kong and in advanced western countries such as the
United States in these aspects: the realistic view of employment
continuation, the weakening of company loyalty in a traditional sense,
the increased impersonal feelings towards management and the rising
51individualism.
49D.C. Chaney, Job-satisfaction and Unionization: the case or
shop-workers, in Hong Kong, the Industrial Colon, ed. by Keith Hopkins
(Hong Kong: Oxford University Press, 1971), p. 267.
50Leslie Teo, Work and its motivation -stuaies in tine mozivazio
of Hong Kong Blue and White collar workers, unpublished M.Phil. Thesis
University of Hong Kong, 1973.
51Theodora Ting Chau, Workers' attitudes in Hong Kong: a com-
parison with other. countries , Hong Kong Manager (Vol. 13, No. 9,
September, 1977), 5-13.
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The last research mentioned has stimulated researcher's wish
to see whether Hong Kong workers' attitudes in other aspects such as
job-content, participation, have also changed over time following the
trend of that in advanced countries. Anyhow, all these researches
confirm that the economic man concept still prevails in Hong Kong
from the workers' own point of. view. As to management, it seems that
in these years, the psychological man concept has also begun to go
hand in hand with the economic man concept in dealing with the
labour shortage problem, by increasing pay and welfare benefits to
attract the ideal type of labour force, that is, young females.
It seems that the social man and the socio-pilitical man concepts
have not yet come to the scene. Neither has there been consideration
of looking into the roots of the problem--the non-attraction of blue-
collar work and the rising of education in the young workforce.
Moreover, no consideration has ever been given to the most neglected
part of the workforce--that is, the older workers, who will be the
first to suffer during recession. Hence a lot have yet to be done
towards improving job-context, while there is still a long way before
attention will be paid in job-content, and further attention towards
the more neglected sector of the workforce.
2. The Procedural dimension--lagging behind
Regarding the procedural dimension which the DECD refers to,
Hong Kong Government is clearly preferring the provisions of substan-
tive elements such as enacting legislation on holidays, rest days,
and safety measures, rather than the procedural measures. In other
words, the policy-makers are concerned with what people shall receive
rather than the means by which they receive it. 52 This is one of the
reasons why the development of trade-unionism which services as a
52 England and Rear. Chinese Labour under British Rule, p. 313.
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powerful spokesman for the welfare and benefits of the workers in the
western societies has lagged behind in Hong Kong. Other reasons
contributing to the sluggishness of such movement are: politicaliza-
tion of trade unions, high mobility of manual workers, attitudes of
workers, poor quality of leadership in the trade-unions, organizatio-
nal difficulties, legal restrictions. 53
Thus the weak power of trade-unions is detrimental towards the
extent that substantive elements in joblife being influenced by the
workers. Regarding the procedural dimension of the extent that the
workers can influence the broad strategy and general policy of the
enterprise, the employers' responses towards the establishment of
joint consultative bodies have been disappointing. It has been
reported that during 1972, 206 visits were made by the officers of
the Labour Department to employers to encourage them to establish
joint-consultative councils. The results showed that 27 were in favour
of introducing joint-consultation at either the supervisory of shop-
floor level 46 expressed an interest but were not yet ready to commit
themselves 69 were hesitant and the remaining were explicitly not
in favour of such introduction.54
It can be seen then that indirect forms of participation in
terms of trade-union and joint-consultative board have so far not
been successful. On the other hand, direct forms of participation
have not found a place in Hong Kong. Direct forms of participation
are being promoted in industrialised societies nowadays and they are
in line with the New Organizational Ethic (NOE), the source of which
comes from Mayo's human relations approach basing on the view of
the social man and the socio-political man. 55
53Details of these reasons will be discussed in Chapter Nine.
54Cheng Tong Yung, The Economyor Hong tcong among rsung rar
East Publications, 1977, pp. 289-290.
55See Barbash, Work in a Changing Industrial Society, pp. 27-44
OECD, Workers' Participation, pp. 35-37 OECD, Policies for Life at Work,
pp. 32-33.
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It is however the postulation of the researcher that with the
rising level of education and the increasing attention of workers given
to worklife, participation of workers will rise in importance in both
the eyes of the workers and management, and naturally the policy-makers.
The question is which forms of participation will be promoted
3. Deficiency in social legislation
We have also seen that the only social legislation enacted
so far is that of Workmen's Compensation. There is a distinction
between social legislation and labour law though these two terms
have often been used interchangeably. Labour law is that branch
of law which governs the relations affecting rights, duties, liabilities
and procedure for redress between capital and labour, like law on
woman and child labour, labour relations and so on. Social legisla-
tion, however, refers to statutes which govern the relations between
labour and capital, more from the societal point of view, that is to
give importance to labourers or employees as members of society,
enjoying the basic freedoms and necessities of life, like law on social
security, workmen's compensation 56 Of all the International Labour
Organization (ILO) Conventions applied in Hong Kong, the only social
legislation through which Conventions are applied without modification
is that on Workmen's Compensation, while all the other Conventions
applied are through labour laws. It is also noticed that nearly all
the other conventions which are declared decisions reserved are
concerned with social legislation such as old age insurance, invalidity
insurance, survivor's insurance, sickness insurances 57
56See Jose N. Nolledo, Labour Laws and Social Legislation
(Caloocan City: Philippine Graphic Arts, Inc., 1964), p. 1.
57The ILO Conventions applied in Hong Kong are listed in England
and Rear, Chinese Labour under British Rule, pp. 341-355. See also
Hong Kong Research Project, Hong Kong: A Case to answer (Nottingham:
The Russell Press, 1974), pp.56-59.
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However, the Government has indicated her willingness to make
a step forward towards social legislation by proposing in a Green
Paper on Social Security in November, 1977 a semi-voluntary contribu-
tory sickness, injury and death benefit insurance scheme. 58 In this
Green Paper, the Government recognises the limitations of existing
social security schemes: The present Public Assistance Scheme is
based on a family means test, helping families with low overall
resources. Hence where there is more than one wage earner, the
Public Assistance Scheme is of limited value. The Welfare Allowance
Scheme comprising of the Old Age Allowance, Disability Allowance
and Chronic Sickness Allowance is non-means tested but is needs related.
Accident compensation provided in the Criminal and Law Enforcement
Injuries Scheme and the Workmen's Compensation Scheme, is an embryo
accident compensation system in which payment is made on a lump-sum
basis and is non-means tested. Occupational benefits are provided
either by legislative or voluntary provisions. Through the Employment
Ordinances.59 sickness allowance, severance payments 60and paid holidays
are provided. Sickness allowance is two thirds of normal wages,
payable at the rate of one paid sickness day for each completed month
of employment up to a maximumof 36 days.. Other benefits such as
retirement benefits, medical and educational allowances, paid maternity
leave, are only provided on a voluntary basis.
The above shows that there are still significant social risKs
58The following discussion is based on the Green Paper on Social
Security:. Hong Kong Government, Help for those least able to help themselves.
59The Employment Ordinance covers all manual workers and non
manual workers earning $2,000 a month or less. A Bill was moved in a
Legislative Council meeting on April.11, 1979 to raise the wage ceiling
to $3,500 a month. See South China Morning Post, April 12, 1979, p. 14.
60Benefits under Severance pay are mentioned on page 6 or this
Paper.
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which are uncovered. When a person is sick, unemployed or retired,
he can either maintain his living by pension (if the employer provides
this as an occupational benefit), savings or private insurance, or by
public allowance, welfare allowance or accident compensation (if he is
entitled to). Those with private means or have a good employer may
not need to worry much but many workers would be hard hit by prolonged
absence from work through sickness, injury or unemployment. With
this in mind, the Green Paper proposed a centrally administered semi-
voluntary contributory sickness, injury and death benefit scheme,
covering all employees who wish to join but not the self-employed.
The contents of the scheme are grossly Es follows: If an
employee wishes to join the scheme, his employer must take part as
well. Employees will contribute 2 per cent of their monthly salary
and employer another 2 per cent. Sickness and injury benefit will be
provided in respect of the second, third and fourth months away from
work, to those who have been members for at least six months, and
the benefits will be half of the workers' normal pay. If the member
dies before aged sixty, his family can obtain a lump sum of up to
six months' pay. On reaching the age of sixty, the member may receive
a small retirement benefit based on the policy of no claim bonus.
After having contributed for five years, employees may apply for
loan fund in purchasing flats, having to pay a reasonable rate of
interest.
This proposal has been the subject of wide debate. Workers
interviewed by South China Morning Post commented that unless the
scheme is made compulsory, it will not be practical because they are
afraid of victimization and because of job-insecurity, they do not
have any leverage in bargaining with their employers. 61 The industrialists
b1. Workers doubt welfare scheme will be succes,"South China
Mornin Post, November 17, 1977, p. 10.
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object to the voluntary nature on many but different grounds, some
of which are: workers will not favour this because of preference of
ready cash the voluntary nature will attract the bad-risks but not
the good risks whose contribution is necessary to the risk pool the
administration costs and complexity also dismay the industrialists.
However, a compulsory scheme is also unwelcomed by them because
Hong Kong' s competitive position and its vulnerability to the winds
of change in the world economy, make it wise to avoid any move that
is likely to have an overall inflationary effect on Hong Kong's cost
structure."62
The limited nature of the scheme and low percentage of contri-
bution has also been criticised. 63 Because of this wide debate, no
conclusions have yet been made, but the Government is expected to make
some announcements towards the end of 1979. One relevant question
often raised by those who hesitate about social insurance system is
"the apparent lack of public interest in insurance."64 This is in fact
one of the questions that this study wishes to answer.
V. Challenges of the 1960's
After reviewing what has been done and how it has been done
for the workers in Hong Kong so far, it is necessary here to point out
some of the important challenges in the 1980's that will surely affect
the trend in policy-making for the welfare and benefits of the workers.
62"Help for those least able to help themselves--are we going
enough and are we doing it in the right way?", The Bulletin, March, 1978.
53 Further commentswill be discussed in details in Chapter Ten
of this Paper.
64 This is a remark by the Secretary for Social Service during a
Legislative Council meeting when relating to one of the problems of
reaching a conclusion on the best way of meeting the recognised needs
for retirement, sickness, injury or death benefits. See South China
Morning Post, April 12, 1979, p. 15.
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Firstly, a young and contented workforce is needed to meet
the growing needs of industry, especially if the industry base is to
be diversified. There will surely be differences between the young
and old workforce, in that the former is more educated, less submissive,
pays more attention to leisure and off-job life than the old workforce.
With the rise in education--a natural result after the introduction of
the free and compulsory junior secondary education and more subsidized
places in senior secondary education65-it is very likely that what
has happened in industrialised countries as previously pointed out,
will happen in Hong Kong, that is, it will be more difficult to recruit
workers for blue collar work. Besides it is even more difficult to
keep the recruited young and educated workers contented and happy.
The result of discontentment will give rise to poor mental health on
the part of the workforce and costs to industry in terms of labour
turnover, absenteeism and labour disputes. Social costs will indirectly
be imposed on the whole community. Hence for the benefit of individual
workers and society itself, policies on further improvement of the
worklife of workers are thereby most essential.
Secondly, former pattern of quiet and stable management-labour
relationship has recently been disturbed by the rise of disputes within
the civil service itself 66 The growth of white-collar trade-unions
using collective bargaining in securing higher pay and better benefits,
is already a sign that educated workforce is very likely to become
organized workforce. Although it is very unlikely that trade-unionism
in the industrial sector would play a more important role in the 1980's
due to the many factors mentioned, in time, discontent among workers
65The Planned increase in subsidized places for senior secondary
education. is laid down in an Education White Paper: Hong Kong Government,
The Development of Senior Secondary and Tertiary Education (Hong Kong:
Government Printer, October, 1978 .
66See for example, The Editorial, Resolving disputes in the
civil service. South China Morning Post, November 3, 1978, p. 2.
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will take other forms of expression--probably the conflict instead of
negotiative approach. Unless active part is taken by Government and
employees to improve the procedural aspects of worklife, the ultimate
costs of conflict will be on the whole community.
Thirdly, in the 1970's there has been a growth of organized
labour movement initiated by religious groups and workers' associations,
like the Labour Legislation Action Group, pressing the government for
further legislation for the benefits and welfare of the workers. Social
consciousness of the whole population is surely aroused and there is
rising expectation by the public of government intervention.
Moreover, there has been increasing efforts by voluntary social
work agencies in organizing services and activities for workers in the
industrial areas. Besides organizing recreational activities, services
to enhance workers' consciousness such as through labour legislation
class flourish in nearly all the social centres in the industrial
regions. It is therefore expected that young workforce will become
more aware of their existing and potential rights.
Finally, as in industrialised societies, the current concept
of human well-being in Asia is embedded in an integrated social and
economic development approach. It is now generally accepted by
governments in the region that the ultimate objective of economic
development is a social one.67Hence enhancing the quality of life
of the people--which naturally include the quality of worklife is
the ultimate goal of development. While Hong Kong can be considered
more developed among the developing nations in Asia in terms of GNP,
the Government cannot evade her responsibility of further enhancing
the quality of worklife of the workers who contribute so much towards
the economic growth of the Colony.
67 John F. Jones, Humanwell-being, challenges for the 8O's social,
economic and political action: A Regional Synthesis for Asia and
Western Pacific (Bombay: International Council on Social Welfare, 1978),p.l.
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VI. Basic Policy Issues to Consider
in this Study
After having discussed the challenges in the 1960's, justifying
the need of enhancing the quality of worklife of the workers in Hong
Kong, it now comes to the core question. What are then the basic policy
issues for the Government and the social partners to consider? This
inevitably involves the following four questions:
1. Which aspects of worklife should efforts of improvement be
directed to?
2. What is the extent to which efforts should be directed?
3. What. are the steps that should be taken to improve the
elements?
4. Who should be responsible for taking such steps (for example,
government, employer or unions)?
This study wishes to answer all these questions, but before
such can be done the first step is to identify the needs or assess
the needs of the workers, a pre-requisite for any policy formulation.
The scope of assessment thus centres around the three issues earlier
discussed: the substantive elements of worklife, the procedural
dimension, and income protection. The following steps of inquiry are
taken:
Firstly, fifteen job dimensions (including ten dimensions of
job-context, four of job content and the procedural dimension) are
assessed by the workers regarding the degree of importance attached to
each dimension. This step will enable a tanking of these job dimensions
in terms of priority for policy improvement or formulation.
The second step is to see if the four variables sex, age,
education and skill affect the assessment, so that the needs of different
subgroups will also be identified, and the related policy issues
implied.
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The next concern is then to examine the extent of willingness
of workers in participation and the methods preferred by them.
Finally, workers' attitude towards various measures of income
protection particularly towards the proposed social insurance scheme
will be assessed and implications studied.
PART TWO
DESIGN OF TFE STUDY
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This is a case study of a medium sized factory concerning
attitude of workers towards various aspects of worklife so that
implications for social policy issues can be spelled out. It is
however understood that judgment of workers is not the only base
for policy formulation. What the findings indicate and the impli-
cations studied is an educational consciousness-raising exercise 68
aiming at sensitizing the Government, management and workers
towards the issues of worklife.
The methodology of case study is highly recommended by experts
of job satisfaction attitudes survey because firstly the full dimen-
sions of the situation are ascertainable secondly, the results of
the attitudes survey can be assimilated into the larger context of
the situation and finally the questionnaire method can be supple-
mented by other techniques such as interview and observation and
can be related to other objective data as well.69
The researcher had been given this chance of making a case
study during her fourteen weeks' field practicum in the factory.
The purpose of entry to the factory was twofold--to render social
work intervention such as casework and groupwork service to the workers
of the factory, and to conduct this research via interviews of workers
with questionnaires supplemented by observation.
In Chapter Four, explanation of the research setting will rirst
be given, followed by that of the sampling method, the assessment tool,
process of data collection and discussion of statistical manipulations.
68 The experiences of industrialised countries on national attitudes
surveys show that they do not always yield up policy options but do
stimulate public discourse and have a consciousness-raising result.






The research was conducted in a medium-sized electronic factory
manufacturing telecommunications equipment. When researcher initially
entered the factory, there were only about 150 production workers but
the number approximated to 300 towards the end of the field practicum.
The number of other work staff such as repairmen, foremen, line-leader,
engineering and general staff remained rather stable (they were around
100 in number). The turnover rate of production workers was rather
high, that is about 10 per cent and the absenteeism rate was around
8 per cent.
The factory was about two years, initially a British-German
owned enterprise, as a subsidiary of a big British enterprise in Hong
Kong, but around November, 1978, it was bought completely by a German
firm. The Managing Director of the factory is a German who can be
considered enlightened and flexible. He allowed the researcher a
free hand in going about the job and accepted recommendations from
the researcher very readily.
The communication pattern of the factory is rather formal and
bureaucratic. The Production Manager seldom communicated with the
workers unless via the foremen and lineleaders. There are about eight
to twelve assembly lines (depending on the availability of workers),
each-supervised by a line-leader (usually female, being promoted from
the line workers) and a foreman (usually male). The bridge between
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workers and management is supposedly through the Personnel Department
consisting of one Personnel Officer and three Personnel assistants.
However they were all very busy in their clerical duties and seldom
had time to have direct contact with the workers.
The pay of the factory for the workers could be considered
high as compared to the environing factories in the vicinity. I
was however raised three times during the fourteen weeks--from a basic
wage of $23 per day $40 per day. The steep rise in pay is due to
shortage of labour and pressing orders. Welfare services were how-
ever not as abundant as in other electronic factoriefor example,
factory transport was only provided soon after the researcher's entry
here were few recreational activities organized and there was no
registered nurse or other medical services provided.
The physical setting of the factory consisted of two factory
floors in a multi-storey factory building. The production unit was
mainly on the lower floor while the management and general staff on
the upper one. There was no canteen service but part of the upper
floor served as rest-room for the workers during lunch time. Commu-
nications between upper and lower floors were rare and there was
seemingly a mutual dislike between majority of the white collar
workers and the blue collar workers, though they belonged to the
same work-place. The blue collar workers thought that the white collar
despised them because of their work status, but they also despised the
white collars' salary which could be lower than theirs. On the other
hand, the white collar workers (especially the female ones) are very
anxious to distinguish themselves from the blue collar ones. The
researcher was once told that one means of preventing people from
identifying the female white collar staff as blue collar workers
was that of avoiding wearing jeans or similar apparel to work:
The target of research however concentrated on the blue-collar
workers as inclusion of the white collars would contaminate the findings
since the work nature is different. It would be interesting to compare
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the two groups but it is also out of the scope of this study.
The period of research was from September to December, 1978,
but the actual time of interview and completion of the questionnaire
only began in November, 1978. During the first week, the researcher
worked like other workers on the assembly line with the aim of gain-
ing some on-the-job blue collar work experience and getting familiar
with the workers. After that, the researcher usually stayed on the
assembly line talking to individual workers when there was less work
provided them. Workers identified as in need of help were given
counselling service after work or during weekends. A group of about
ten workers was also organized in the evening to enhance their
interpersonal relationship experience. Much of the researcher's
impression of various aspects of the worklife of the workers had
been gained through conversation with them. As the workers were
all aware of the researcher's identity, they were not inhibited
when revealing their own feelings and comments towards their work,
working environment, company policy and so on.
II. Sampling Method
The targets for sampling were the workers of the production
unit, including the production operatives, quality control operatives,
packers, repairmen, foremen and line-leaders. The production manager
and his assistants were excluded, the former being a memberof the
managementand the latter who performed clerical duties were consi-
dered white collars.
The total number of target workers as on November 9, 1978
was 397, including 291 production operatives, 38 quality control opera-
tives, 7 packers, 45 repairmen, 7 foremen and 9 lineleaders. A strati-
fied random sample with uniform sampling fraction of 15 per cent is used
in order to increase the accuracy of overall estimate and to ensure that
sub-classes of the population are adequately represented. (see Table 4.1)
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About the way in obtaining a random sample, random tables
would not be appropriate since they might contain numbers which are
too large for this small sample. Since the list of names of different
sub-classes of workers was available, systematic random sampling
method was utilized. In order to obtain samples right from the top
of the list (the new employees) down to the bottom (the old employees),
so that neither new nor old employees would be over or under-represented,
every sixth case was selected and the starting point was determined by
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a random choice of a number falling between 1 and 6.
Due to high turnover rate in the factory, there was great
probability that the sampled subject might have already resigned by
70 See ThomasL. Burton and Gordon E. Cherry, Social Research
Techniques for Planners (London: Allen and Llnwin, 1970 , p. 97.
....it is customary to select the first unit by the random choice of
a number falling between 1 and n... the value of n being determined by
the size of the sample.
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the time he/she was called upon to fill in the questionnaire. Re-
placement was therefore made by taking another subject which appeared
after the original subject in the Personnel list. In case this one
had also resigned, the next unselected one on the list would be
the replaced sample.
III. The Tool of Data Collection--
The Questionnaire's71
The questionnaire is divided into four sections. Section I
concerns some basic characteristics of the respondents: sex, age,
education and post in the factory. The last item is included in
order to facilitate classifying the respondents into skilled and
unskilled. How this is categorized will be further explained under
another sub-heading Measurement,. Statistical Manipulation and
Analysis Method.
Section II of the questionnaire corresponds to the first
objective of the study which is to ascertain the priority for
policy formulation as determined by the assessment of the respondents
of fifteen job factors along the continuum of importance ( that is,
very unimportant, quite unimportant, uncertain, quite important and
very important). Most of the fifteen job dimensions have been
selected from a list of job factors proposed by the OECDpaper on
Policies for Life at Work, but modifications and additions are
introduced as influence' by other literature as well. Detailed
explanations and definitions of these job dimensions are given under
a separate sub-heading, Definitions and Explanations of the Job
Dimensions.
71The questionnaire filled by the respondents is in Chinese, and
is enclosed in Appendix I. An English translation of the questionnaire
is also attached for reference (see Appendix II),
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Although "participation" or the procedural dimension is included
in Section II of the questionnaire among the other job dimensions to
be assessed along the continuum of importance, two further questions
concerning the methods of participation and reasons for non-participation
are asked in Section IV. Although choices of answers are given here,
each of the two questions is also provided with a space for an open-ended
answer, since otherwise it is impossible to exhaust all possible answers.
The choices about trade-union, joint-consultative board are given as
they are the more commonmethods of participation in the present Hong
Kong setting. Direct forms of participation like autonomous groups
are not included in the choices of answers as it is believed that no
such forms have been introduced yet in Hong Kong and hence it would
be difficult to clarify the term to the respondents.
The remaining section is Section III on income protection, which
corresponds with the third objective of the study. The first two
questions of this Section concerning the methods of income maintenance
appear to be quite similar, but the first intends to see into respon-
dents' present means of maintaining their living if out of income
through sickness, injury or unemployment, while the second question is
designed to elicit subjects' preferences towards different means of
assistance. While the given choices of answers like "savings," "rely-
ing on family," "private insurance" are self-explanatory, some explana-
tions regarding "hwei" and "community type credit union" may be necessary
here. "Hwei" is a traditional Chinese method of pooling money( 銀會）
together by a group or people (mainly acquaintances) who may borrow
money from the pool when in need but have to pay interests to the
other group members. The "hwei" has not enjoyed any legal status in
Hong Kong and is operated on mutual trust basis. Community credit
union in Hong Kong was initiated by a Catholic priest in 1964 as a
kind of saving and lending institution. Legal protection is afforded
by the Credit Unions Ordinance Chapter 119. At present there are about
fifty such credit unions in Hong Kong, operating either by parishers of
churches, large enterprises or residents of public housing estates.
The only credit union organized for industrial workers is an enterprise-
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based one organized by employees of. a ver large electronic factory
employing more than 2000 workers, 72
The last three questions of this Section III concern with the
Government proposed scheme on sickness, injury and death benefits. A
short explanation of the contents of the proposed scheme is given
in the questionnaire preceding the first question asked about the
scheme. To ensure consistency in explanation, it is written down
in the questionnaire instead of by verbal explanation. Again in
questions 20, 21, and 24 of this Section, the given choices of answers
are supplemented by an open ended answer others-please specify.
Pilot study.--The questionnaire had been revised several times.
A pilot study was conducted in October, 1978, a month before the
interviews took place, with the purpose of testing out the items consisted
in the questionnaire so that improvements in the format and choice of
words can be made in order to achieve clarity. Eight subjects who were
actually group members of the group organized by researcher as mentioned
earlier ago, were asked to fill in a drafted questionnaire (in Chinese)
during one of the group meetings. Doubts and queries were noted
especially regarding the understanding of the concepts included in the
questionnaire. Alterations were made later on bearing in mind some of
the recommendations of the subjects of the pilot study.
Cancellation of the satisfaction scale.--The original design
of the questionnaire consisted of questions concerning the degree of
satisfaction over the fifteen job dimensions in Section II, besides the
questions on the degree of importance. The purpose was to find out
the most unsatisfactory aspect of worklife so that improvement could
72For a list of these credit unions, see ne Hong gong uouncii
of Social Service, Directory of Social Services (Hong Kong: the Hong
Kong Council of Social Service, 1978), pp. 139-155.
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be recommended. The design was to assess the needs of the workers
in terms of need satisfaction and need importance. In fact, when
the pilot study was conducted, these questions were included in the
drafted questionnaire with the approval and knowledge of the Managing
Director. However, when the middle management staff, that is produc-
tion manager, personnel officer and others, were consulted regarding
the procedure of interviewing and carrying out of the research, the
"satisfaction scale was opposed by them in fear that disatisfying
emotions of the workers would be aroused through these questionings.
The fact that these middle-management staff are Chinese and the
Managing Director is a Nesterner, has given hint to the following--
western style management is definitely less rigid and will have an
impact on extending the substantive elements and procedural dimension
of workers' worklife.
Although it is a great regret that the satisfaction scale
had to be cancelled, the importance scale on the other hand can
reveal workers' attitude towards the job-dimensions. During the
analysis of the data, it is found that further insight into some of
the problems might have been gained further if the degree of satisfac-
tion over certain job-dimensions eras known. Fortunately for the
researcher, observation of worklife during the fourteen weeks of field
placement had proved to be most valuable and it had helped to compen-
sate the loss of the satisfaction data.
IV. Definitions and Explanations of the
Job-Dimensions
1. Dimensions of Job-context
Pay and monetary rewards.--This includes pay and otner monetary
rewards such as over-time pay, monetary incentives, bonus and so on.
The OECDdefintion of Job-life deliberately left out level of pay
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on the grounds that consideration of the level of pay as a factor in
life at work would involve a discussion of economic and social policy
in its widest sense, including problems of employment, inflation,
income policies, international trade and monetary flows etc. and
the scope of the paper would be too wide, but it also recognises
that workers' view of a job always include reactions to both human
and monetary aspects. 73 However, in this study, pay and monetary
rewards is included as one of the dimensions of job-context for the
following three reasons: Firstly, as already discussed in Chapter
Three, monetary reward has been found of prime importance to workers
in Hong Kong in all previous studies on attitude of workers. In view
of this, to examine the worklife of workers without including pay
as one of its dirr,ensions is equivalent to removing the heart from a
body. Secondly, in other studies such as that of Herzberg et al.,
salary is also considered as part of job-environment 74 or in the
OECDterminology, job-context. Thirdly, as Barbash puts it, diverse
groups in societly are likely to be more concerned with certain
context than with others: employers tend to stress the price of
labour but as a cost and work organisation as raising or lowering
costs unions and workers tend to stress power in the work organisation,
the work process and the relationship of power and process to prices
and costs psychologists and other behaviourists tend to concentrate
on the work organisation and the work process economists on the
external cost constraints such Es full employment, political development
and social values governments however have to focus attention on all
these factors to see how these developments affect power relationships,
social stability and public policy. 75 This study which focuses on social
policy implications must naturally take all these factors (including
cost of labour or pay) into consideration.
73 0ECD, Policies for Life at Work, pp. 27-28.
74 Herzberg et al., Motivation to Work.
75 Barbash, Work in a Changing Industrial Society, pp. 19-20.
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Physical working conditions and facilities.--This refers to
the internal environment of workplace such as illumination, temperature,
humidity, noise, cleanliness and facilities such as toilets, washing
facilities, canteens, restrooms and so on.
Adequate safety measures.--This refers to safety devices in the
physical environment, including fire exits, machinery cover, protective
clothing and so on.
Length and arrangement of hours of work.--The length of work
of manual workers has very important impact on lives of workers.
Shorter working hours per week will give greater discretionary time
to the worker to be devoted to whatever activities he desires.
Security of tenure or job-security.--This includes the condi-
tions under which the worker may lose his job, the extent to which
his continued employment is secure.
Methods of payment and pay structure.--This refers to the
basis for calculating pay, whether it is daily rated, monthly paid,
or piece rated. In most factories in Hong Kong, daily rated pay is
very much affected by good attendance, while piece rated pay
depends very much on how fast the worker works. Monthly paid workers
are usually not affected by these two factors, and the income gained
is relatively more stable than the other two methods.
Welfare services.--The most commonwelfare services provided
by factories to their workers include transport services, recreational
activities and medical services. Many provide free meals but some
include meal allowances in the pay structure. A few large factories
also provide workers with dormitories.
Relationship with co-workers.--Co-workers may be or importance
to the worker either through interaction with them while at work or
through social contacts associated with his job.
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Relationship with supervisor.--This job dimension is not
mentioned in the OECDpaper, but is included 'in Herzberg et al.'s
study on motivation to work, supervisor is regarded as one of
the factors of hygiene 76 or in the OECDterm job-contexts In
Jurgensen's study on job-preferences, supervisor is also one
of the terms tested for preferences.77 Besides, during the placement
period, the researcher noticed that relationship with supervisor is
an important factor influencing workers' morale in the work and
determining the period of stay of the workers. For the production
and quality control workers, their supervisors are their line-leaders
and foremen. The line-leader's immediate supervisor is her foreman.
The production manager is the foreman's immediate supervisor. The
packers on the other hand have a supervisor in their materials
department.
Opportunities for advancement.--This dimension refers to the
opportunities for progress in the same job or possibility of advance-
ment to a better job, either in the same enterprise or elsewhere.
This dimension is considered by OECDas a dimension of job-context,
but according to Herzberg et al.'s interpretation, it is a dimension
ofjob-content which is described as the stimuli for the growth
needs and are tasks that induce growth in the industrial setting.78
After some further consideration, the OECDoption is chosen, that is,
advancement is regarded as a dimension of job-context. The reason is
that job-content is related to job enrichment in the content of
the job itself, yet advancement seems to fall out of this criterion.
Thus, to facilitate analysis, advancement is better defined as a
dimension of job-context.
76Herzberg et al. , Motivation to work , p. 96.
77 Jurcgensen, Job Preferences.
78 Frederick Herzberg, One more time: How do you motivate
employees? in Motivation and Work Behaviour, ed. by Richard M. Steers
and Lyman W. Porter New York: McGraw-Hill, 1975), pp. 91-104.
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2. Dimensions of Job-content
Scope for learning.--This dimension refers to the opportunity
for learning new things through the job a worker holds.
Variety.--This refers to having a chance of doing many different
kinds of things to avoid extreme repetitive work.
Responsibility.--Responsibility is also connected with the type
of work and status in the work setting. This may be of importance to
the worker in having the feeling of achievement and recognition.
"Achievement" and "recognition" are regarded as part of "job-content
in Herzberg et al.'s study but they are not separately stated in this
study, as it is difficult to consider these factors in social policy
unless they are covered by more substantial elements like "responsibility.
Scope of initiative and discretion.--This job-dimension is a
modification of the term "independence." It means to be independent
of supervision and given a free hand in doing the job. This is in
fact another name for "supervision" which Herzberg et al. and
Jurgense refer to as elements of "job-content" in their studies. The
term "independence" is not used because the translation into Chinese
denotes a sense of "freedom" which is rather inappropriate( 獨 立 性 ）
in a factory setting where most workers need to work in a relatively
controlled atmosphere.
The above list of dimensions of job-context and job-content
is by no means an exhaustive one. These elements have however been









included for there has been evidence from research or experience (or
both that they are of certain importance to workers. They should
therefore be viewed as an agenda for consideration in policy formu-
lation.
3. The orocedural dimensions o worklife--
Participation
The above elements of job-content and job-context have their
procedural dimensions which mean the extent to which the worker can
influence decision-making on the substantial elements of his worklife
and also on the broad strategy of the enterprise he is working. This
kind of influence is in several types of participation: in Hong
Kong, it can be in the form of collective bargaining through trade-
unions or representation through the joint-consultative board. The
scope of participation refers to the range of elements in worklife
on which decision-making is participative. However it is rare even
in advanced industrialised societies for the worker to participate
in decsion-making about the job-content, but it is commonin decisions
like organizing recreational activities. The degree of participation
refers to matter such as prior information, consultation before a
decision and co-decision. In some factories in Hong Kong like the
one under study, consultation in the form of opinion is commonbut
the final decision still lies in the management. Participation may
also be formal or informal. Informal participation may be consisted
of some kind of participatory supervision formal participation often
refers to the rights of workers in deciding legislation or collective
agreement. In Hong Kong, informal participation probably exists in
small industrial units but formal participation is absent since no
workers are represented in the law-making body.
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V. Process of Data Collection
After the names of the sample were obtained from the Personnel
files, the subjects were identified by the researcher on the assembly
line and appointment was made with them for the interview. It was
intended (as promised by the Managing Director) to interview the
subjects individually in the researcher's office during work hours.
However again due to objection of the Production Manager, lunch time
became the only time when interview could be carried out. As there were
only six weeks left for the interviews and lunch time was limited to
forty-five minutes only, more than one respondents were called into
the researcher's office each time. As some respondents needed to go
out for lunch and arrangements were required, while others were unable
to come back at the appointed time, postponement of appointment was
therefore very frequent. Hence it finally came out that the number
of subjects"seen"each time varied from two to five or even six.
Therefore the format of interview was modified: initially general
explanation of the purpose of the study was given and each subject was
given a questionnaire to fill in. While most of the respondents
required little explanations, a few of the less educated and some
older workers needed explanations of many of the items in the question-
naire. All the respondents filled in the questionnaire by themselves
except two who alleged they could not read most of the words and the
researcher had therefore to fill in the questionnaire for them by
verbal questioning.
VI Measurement, Statistical Manipulation
And Analysis Method
1, Measurement and statistical manipulation
In measuring the degree of importance of the various dimensions
of worklife , Likert-type scale is used. Scores are assigned to the





A Likert-type scale is used in order to gain more precise
information about the individual's opinion on the issues referred
to by the given item because of the range of responses permitted
to an item. 82 In this importance scale, values of each item of all
the subjects are summedto contribute a total score for each item
(i.e. each dimension of worklife). A mean score is also calculated
and standard deviation computed. The rank order of the fifteen job
dimensions can then be formulated by comparing the mean score of each
of them, hence making it possible to see the order of preference by
the workers in regard to the various dimensions of worklife. Impli-
cations for social policy are therefore studied.
The advantage of this method of summated ratings over ranking
these job-dimensions alone is that the degree of importance for each
dimension can be assessed through the former method, whereas the latter
can only assess the relative importance. Besides there will be better
accuracy because mere rankings of the fifteen dimensions by the
subjects will make it rather confusing and difficult for the subjects
and give rise to more probabilities for errors.
To see if sex, age, education and skill affect the assessment
of importance of the job-dimensions, each of these four variables is
cross-tabulated against the number of respondents who fall into the
important, uncertain, and unimportant cells, and chi-square test
is used in each contingency table to test the differences. A five per
cent level of significance is used. During this statistical analysis,
the very important and quite important categories are combined to
form'the important category very unimportant and quite unimportant
82 Claire Selltiz, Lawrence S. Wrightsman and Stuart W. Cook,
Research Methods in Social Relations (New York: Holt, Rhinehart and
Winston, 1976), p. 419.
57
are combined to form the unimportant category. Such is necessary
to avoid the number appearing in each cell being too small.
2. Analysis method
In analysing the data, respondents are classified by their
sex, age, education and skill. Sex is a straightforward and clear-
cut. category which needs no further explanation, but the other three
require some explanations to justify the method of classification in
this context. The respondents are classified into three age groups:
16-20 (adolescents), 21-30 (young adults), over 30 (middle-aged).
About the way in classifying education standard of the respondents,
the original four categories in the questionnaire (i.e. Primary,
Form 1 to 3, Form 4 to 5, Form 6 and above) are reduced to three
(Primary, Form 1 to 3, Form 4 and above). The reason is that it is
found that the number of respondents in the category Form 6 and above
is only 1, and hence the latter is combined with the category of
Form 4-5 to form a new category Form 4 and above.
Finally, the respondents are classified under the "skill"
variable, into the skilled and unskilled categories, according
to the posts that they hold ' in the factory. The skilled refers to
the repairmen and foremen, the unskilled to the remaining respondents.
The former are termed skilled because they require special training
before they can acquire their present job. The latter are all trained
on-the-job and require no pre-training. Hence although most production
operatives in the electronic factories can be called semi-skilled,
researcher prefer to use the term unskilled to specify that no pre
job training is required for those posts. The line-leader is chiefly
promoted from the production operatives and is therefore regarded as
unskilled here. The quality-control operatives also require no
pre-job training, though in theory they should be at least of secondary
school standard (in fact this is not a strict criterion).
PART THREE
FINDINGS AND ANALYSIS AND IMPLICATIONS FOR
LABOURPOLICY IN HONGKONG
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In this part of the paper, the findings of the research are
presented and analysed, while implications for related policy issues
are also spelled out. Recommendations for improvement are made
wherever it is appropriate.
Part Three begins with Chapter Five which is a rather short
chapter presenting the general characteristics of the respondents in
relation to the four variables: sex, age, education and skill.
Chapter Six is also a short chapter presenting the findings
on the ranking of job dimensions along the continuum of importance.
The findings concerning the degree of importance of each job factor
as assessed by the respondents, and the relationship between the
assessment and the four variables, sex, age, education and skill, are
presented and discussed in the next three chapters.
Chapter Seven presents the findings, analysis and implications
on policy issues of the importance of the ten dimensions of job-
context. As some of the dimensions are related to one another during
the discussion, some are grouped together under the same sub-heading.
In discussing some of the job dimensions, observations gained by the
researcher during the interview are also given to supplement the
research findings. Moreover, present policies and practices concerning
each dimension backed up by some official statistics or objective data
(including findings of other surveys) are also presented during the
discussion.
Chapter Eight presents the findings and discussion on job-
content. The four dimensions under job-content are discussed under
two separate sub-headings. "Scope for learning" and "responsibility"
fall into the same sub-heading as they both share the same rank and
are considered of equal importance by the respondents."Initiative"
and variety are discussed under the same heading as they are both
of low rank and give similar implications for related policy issues.
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Findings on the procedural dimensions or participation are
presented and discussed in Chapter Nine. The findings on the
importance of participation, methods of participation preferred
and willingness to participate are presented and analysed in the
respective order. The remaining chapter discusses the findings'
implications for different forms of workers' participation in Hong
Kong: indirect participation like trade-unions and joint consultative
committee is discussed, and direct forms of participation are also
proposed. Their place and potentialities for development in the
context of workers' participation in Hong Kong are posed for
reflection.
Finally, the last chapter of Part Three, that is, Chapter
Ten, presents the findings and discussion on income maintenance and
social security measures for workers. The findings about respondents'
present and preferred methods of income-maintenance, and their
attitude towards the Government's proposed insurance scheme are
presented and analysed. In the remaining part of this chapter,
the findings' implications for social security measures for workers
in Hong Kong are discussed. Workmen's compensation, pension or
other forms of retirement schemes, the Government's proposed insurance




The purpose of this chapter is to present the general
characteristics of the respondents in respect to the four variables:
sex, age, education and skill. First of all, it can be seen from
Table 5.1 that of the sixty respondents, the majority (78 per cent) are
female and only 22 per cent are male. The same Table also shows
the age pattern of the respondents. It can be seen that majority
of the respondents (52 per cent) are aged sixteen to twenty, while
33 per cent are between the age of twenty-one to thirty and only
15 per cent are over thirty years old. About the education standard
of the respondents, it can be seen from Table 5.2 that majority
(42 per cent) have received education of Form one to three standard,
while there is roughly equal number of respondents in the other two
education levels (30 per cent of primary education standard and 28
per cent of Form four or above standard). Regarding their skill
background, only 13 per cent of the respondents are skilled and the
remaining 87 per cent are all unskilled (see Table 5.3). A general
picture is that majority of the respondents are female, young,
relatively educated (of junior secondary education standard), and
unskilled, rather typical of the workforce pattern in most electronic
factories.
When sex is broken down into age groups (see Table 5.1), it
is found that the male respondents are rather young, for none is over
thirty years of age. Although most of the female respondents are also
young but the pattern is slightly different from the male: most of the
males are young adults between the age of twenty-one to thirty (62 per
cent), but most of the females (55 per cent) are adolescents. This
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pattern is compatible with the fact that most of the male respondents
are repairmen and skilled who need some years of special training
before they can secure their present job. The females on the other
hand can enter the factory to become either production or quality
control workers without prior training and hence are relatively younger.
That all the respondents over thirty are females is also compatible
with the recruiting policy of this factory--those over thirty are only
recruited during the critical period of labour shortage and only females
are recruited, The researcher also learned from the Personnel staff that
males are not preferred (unless they are skilled), not because that
the work requires female attributes (in this factory, except in a few
assembly lines where fine handling is required, most other work
do not require such attribute), but that females are more submissive,
and less prone to committing theft. Back to the older workers, it
must be noted here that the oldest respondent is'forty-eight years old,
and four of the over-thirty group are under forty and five are over
forty. This point is specified here because although those over thirty
cannot be regarded as old , but in this sample more than half of this
group are over forty. Hence when further analyses of age differences







No. % No. % No. %
16-20 5 38 26 55 31 52
21-30 8 62 12 26 20 33
over 30 0 0 9 19 9
15
Total 13 22 47 78 60 100
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When classifying the respondents by sex and education (see
Table 5.2), it is found that the males are more educated than the
females. 69 per cent of the males have received up to Form four
or above education 23 per cent of Form one to three standard
and only 8 per cent are of primary education. The majority of
female respondents, however, are of Form one to three standard
(47 per cent) 36 per cent are of Primary education and only
17 per cent have received Form four or above education. The









2817178699Form 4 or above
1006078472213Total
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When classifying the respondents by sex and skill, the distri-
bution is even more skewed: 62 per cent of the males are skilled but
100 per cent of the females are unskilled (see Table 5.3). However,
this distribution pattern is not very unusual since the skilled here
refers to the repairmen and foremen and it is widely accepted that






No. % No. 5 No. 5
Skilled 8 62 0 0 8 13
Unskilled 5 38 47 100 52 87
Total 13 22 47 78 60 100
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The next classification to be discussed is that basing on age
and education (see Table 5.4). Beginning with the youngest age group.
the adolescents: the majority (52 per cent) of this age group are of
Form one to Form three standard, 26 per cent are of primary standard
and the rest 22 per cent of Form four or above standard. The young
adult group, on the other hand, is the most educated: there are 40
per cent of respondents in each of the two higher education groups
and only 20 per cent have received primary education only. The older
workers here are comparatively the least educated: 67 per cent of
them have received primary education only, 11 per cent of Form one
to three standard and 22 per cent of Form four or above education.
This pattern is compatible with the previous postulation that the
workforce in Hong Kong is becoming more educated and the younger
workforce is more educated than the old one. On the one hand it is
a good sign that the education level of workforce is rising, yet on
the other hand expectation and needs of the more educated workers
are rising. Such will be evident when discussing the educational
differences in the assessment of the importance of two of the job-









281722240a227Form 4 or above
100601533 9205231Total
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When the respondents are classified by age and skill (see Table
5.5), it is noted that most of the skilled (88 per cent) are young
adults, while only 12 percent are adolescents and none is over thrity.
This is evident of the fact that the skilled will start their work
carrer at a later age because of the need of receiving special training
on the other hand, none of the old workforce is skilled showing that
skill-training is a relatively new practice in industry and in time
this older workforce will become of less value to industry and will be







16-20 1 12 30 58 31 52
21-30 7 88 13 25 20 33
Over 30 0 0 9 17 9 15
Total 8 13 52 87 60 100
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When examining the education level of the skilled and
unskilled (see Table 5.6), it can be found that the skilled are
more educated than the unskilled. 85 per cent of the skilled are
educated up to Form four or above standard and 12 per cent of
Form one to three standard, but none is of primary standard. On
the other hand, majority (46 per cent) of the unskilled are Form
one to three school leavers, 35 per cent of primary school standard
and only 19 per cent. have Form four or above education. This is
compatible with the fact that the senior secondary school leavers
are more likely to receive skill training than the junior secondary
and primary school leavers. One reason to receive skill training
is to gain a chance for advancement. This is evident when examining
the skill differences in assessing the importance of advancement,






Skilled No. % No. % No. %
Primary 0 0 18 35 18 30
Form 1-3 1 12 24 46 25 42
Form 4 or above 7 88 10 19 17 28






From Table 6.1, it can be seen that the degree of importance
of the fifteen job dimensions as considered by the respondents is
in the following descending order: (1) safety, (2) physical working
condition and facilities, (3) good working hours, (4) having a
supervisor easy to get along with, (5) given a fair amount of res-
ponsibility, (5) scope and opportunities for learning, (7) good
relationship with co-workers, (8) pay and other monetary rewards,
(9) job security, (10) welfare services, (11) participation,
(12) scope of initiative and discretion, (13) variety in the job,
(14) opportunities for advancement, (15) payment method. All the
fifteen job factors can be considered important as none has a
negative mean score, though there is a considerable gap between

























In assessing the degree of importance of job-context,
"job-content and the procedural dimension as perceived by the
respondents, the mean scores computed from the job dimensions under
each category are computed (see Figure 1). It is found that job-
context comprising of the job dimensions--safety, physical
working condition, working hours, supervisor, co-workers, pay,
job security, welfare and payment methods-has the highest mean
score of 1.04. Job-content --comprising of the job dimensions
responsibility, scope for learning, initiative and variety--comes
second with a mean score of 0.86. Finally comes the procedural
dimension --comprising of the only job dimension participation--
with a mean score of 0.67. From this, it can be said that the
respondents are definitely sure that the job dimensions under job-
context are important (at least quite important if not very important).
Although job-content cannot be regarded as important, yet its mean
score is approaching that of quite important . Respondents are
however less certain of the importance of procedural dimension,
though it is definitely not unimportant.
II. Discussion
The above pattern of the importance of job dimensions falls
into the expectation that workers in Hong Kong are more context-
oriented than their counterparts in the western industrialised
countries. However, the pattern does not co-incide with previous
research findings that Hong Kong workers considered monetary reward
and pay as of prime importance, as pay is of the eighth rank here
Besides, two dimensions of job-content, that is, responsibility and
scope for learning, are rather highly ranked (both of the fifth
rank) and even overtake pay, job security and welfare. The implica-
tions here are that workers are not as money-minded as before.



















One possible explanation is that when people are somehow
satisfied with certain needs, they may not consider that need as of
great importance. Jurgensen in his study over a thirty years' period
about job applicants ranking ten factors that make a job good or bad,
also found that the respondents attributed high importance to
factors that the company did not provide....and low importance to
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factors amply provided by the company...83 The situation here is that
during the research period, the factory had thrice increased the pay
of the workers due to shortage of labour and high pay was used as
the chief attraction in recruiting new workers and retaining the
existing ones. It is therefore very probable that workers at that
time were already quite satisfied with the pay provided. Besides since
they were very much needed at the critical time of labour shortage,
high degree of job security might be experienced by them, hence leading
to-the low rank of job security as well. It is very much regretted
that the questions concerning satisfaction over the job dimensions
were cancelled due to opposition of management, otherwise explanations
from the satisfaction data could have been very useful especially
concerning this aspect However, during the Pilot Study when the
satisfaction-questions were not yet deleted, some data about workers'
satisfaction over the job factors were obtained. Although it might
not be fair to use the findings of the Pilot Study for many reasons,
one of which is the small sample size and the non-representativeness
of that sample g yet it might be of interest here to note that the
Pilot Study respondents ranked job security first and pay second along
the satisfaction continuum.
The above need-satisfaction explanation is nest explainea in
Maslow's model of hierarchy of needs. 84 Maslow postulated a hierarchy
83Juresensen. Job Preferences, 268.
84A.H. Maslow, Toward a Psychology of Being (Princeton, N.J.:
Van Nostrand, 1962).
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of five sets of needs in the following order (starting from the lowest
level of needs): food, safety, love, esteem and self-actualization.
Once a lower level of needs is satisfied, a higher level of needs emergE
and when these needs in turn are satisfied, new and higher needs
emerge. Miller and Form had remarked that in their affluent society,
increasing numbers of workers at all levels of the labor force are
achieving high satisfaction of their physiological and safety needs.
Deprivation is occurring in the social, esteem and self-actualization
needs. 85 The findings of the importance of job-dimensions of this
study have thereby revealed a startling similarity between workers
in Hong Kong and their counterparts in more affluent societies.
The above discussion of the satisfaction of pay signifies the satis-
faction of the most basic needs of hunger. Hence it is very probable
that since these basic physiological needs are satisfied, higher
level of needs as safety and social needs emerge. The importance of
safety and related dimensions physical working condition (being
of the first and second rank respectively) and that of relationship
with supervisor and co-workers (being of the fourth and seventh
rank), well fits into the postulation that higher level of needs
that is safety and social needs are emerging after the most basic
needs are satisfied. It must also*be noted here that self-actualizing
needs represented by responsibility and scope for learning are
also emerging in importance, well after the social needs.
The difference exhibited by findings of this study from previous
researches on the importance of pay can therefore be explained in
the context of attitude change over time. In Jurgensen's study, it is
found that over thirty years (from 1946-1975), the job factor security
has decreased in importance while on the other hand type of work has
increased in importance 86 Hence it is very probable that In Hong Kong,




workers' attitude towards work has changed over time. During the
current economic situation when labour shortage problem is so serious
and job opportunities more open, job-security is no problem to the
workers anymore. Besides, due to competition for labour, the wage-
differentials have narrowed inter and intra industry in the choice of
job therefore, pay is no longer the most attractive element to the
workers. For the same reason, welfare which has been the chief
weapon used by industrialists to attract their ideal-type workers,
is not as attractive as it should be since workers have now regarded
it of less importance. However, one must not conclude here that it
means no further efforts of satisfying the basic needs of workers in
terms of pay, job-security and welfare. It must be pointed out
that Maslow's hierarchy of needs is-not in an all-or-none relationship.
People are seen as exhibiting decreasing percentages of satisfaction
upon the hierarchical ladder of needs 87 Once people's basic needs are
being deprived, reactions in the forms of aggressiveness of apathy
may result. In the industrial setting, these reactions will be in
the forms of industrial conflicts. Hence the implication here is that
of continuing satisfying workers with more basic needs but increasing
attention needs to be paid towards satisfaction of higher levels of
needs as indicated in the above findings.
Thus the following remark in an OECDpaper seems to be also
of relevance to suit the present situation of Hong Kong: No longer
engaged in all consuming struggle to satisfy their most basic needs
and to achieve an acceptable level of material comfort, the majority
of workers in industrialised nations have been 'freed' if they wish,
to devote their attention to improving their joblife as well.88
However, the relevance of this statement to Hong Kong setting must
also be interpreted with care in terms of the drastic increase of
pay in this factory under study. There might be certain other groups
of workers in other industrial work settings in Hong Kong, disadvan-
taged for one reason or another. For those workers, job security and
pay will probably retain their primacy.
87Miller and Form, Industrial Sociology, p.618.
88 OECD,Policies for Life at VWork, p. 54.
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CHAPTERSEVEN
THE IMPORTANCEOF THE JOB DIMENUIUNS
OF JOB CONTEXT
I. Industrial bat ety and y hysical
working conditions
1. Findings
Since the two job dimensions safety and physical working
conditions are closely related in the context of industrial health
and safety, the findings and discussion of these two dimensions will
be presented under the same sub-heading. From Table 6.1 of previous
chapter, it has already been seen that safety with a mean score of
1.48 and physical working conditions with a mean score of 1.36
along the continuum of importance, are the first and second (respec-
tively) most important job dimensions considered by the respondents.
From Tables 7.1.1, 7.1.2, 741.3, 7.1.4, 7.1.5, 7.1.6, 7.1.7 and
7.1.8 in the next few pages, it can be seen firstly that the percen-
tages of respondents that regard these two dimensions as important
are very high (95 per cent in the case of safety, and 94 per cent
in the case of physical working conditions). Secondly from the
small chi-square values in each of these eight Tables, it can be
seen that no significant differences are found at the 5 per cent
level in the distribution when respondents are classified by sex, age,
education and skill respectively against the importance of these two
job dimensions. This means that most respondents, disregarding their
sex, age, education and skill, regard these two factors .bas important.
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TABLE 7.1.1
RESPONDENTSCLASSIFIED BY IMPORTANCEOF SAFETY
AND SEX
Sex
Important Uncertain Unimportant Total
No. No. No. No.
MALE 12 92 0 0 1 8 13 100
Female 44 94 2 4 1 2 47 100
Total 56 94 2 3 2 3 60 100
Chi-square= 0.51 df= 2 not significant
TABLE 7.1.2
RESPONDENTSCLASSIFIED BY IMPORTANCEOF SAFETY
AND AGE
Age
Important Uncertain Unimportant Total
No. No. No. No.
16-22 29 94 0 0 2 6 31 100
21-30 19 95 1 5 0 0 20 100
Over 30 8 89 1 11 0 0 9 100
Total 56 94 2 3 2 3 60 100
Chi-square= 4.73 df= 4 not significant
77
TABLE 7.1.3
RESPONDENTSCLASSIFIED BY IMPORTANCEOF SAFETY
AND EDUCATION
Important Uncertain Unimportant Total
Education
Standard
No. No. No. No.
Primary 16 90 1 5 1 5 18 100
Form 1-3 23 92 1 4 1 4 25 100
Form 4 or
above
17 100 0 0 0 0 17 100
Total 56 94 2 3 2 3 60 100
Chi-square= 1.87 df= 4 not significant
TABLE 7.1.4
RESPONDENTSCLASSIFIED BY IMPORTANCEOF SAFETY
AND SKILL
Important Uncertain Unimportant Total
Skill
No. No. No. No.
Skilled 8 100 0 0 0 0 8 100
Unskilled 48 92 2 4 2 4 52 100
Total 56 94 2 3 2 3 60 100
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not significantdf= 2Chi-square= 1.09
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2. Supplementary data from observation
Although there is no data from the questionnaire showing the
degree of satisfaction of respondents concerning these two job dimen-
sions (for reasons already given), the researcher's observation and
involvement during the field placement in the factory may find its
relevance here as supplementary information. When the researcher first
enter the factory, the fire-exists were not allowed for use by all
the staff under normal situation (although they were not locked). As
this factory comprises of two flats in the factory building, and
workers working on the lower floor need to go up to the upper one
during lunch time to take their lunch in the resting area. The
workers were allowed to use two of the four lifts in order to reach
the upper floor. That nearly half of the two hundred workers would need
to use these two lifts during lunch time and all the workers would
need to use the four lifts after work, showed how chaotic ,the situation
could possibly be. Gradually, workers were getting more discontented
and the researcher could see that such chaotic condition when leaving
the factory flat would be detrimental to both physical and mental
health of the workers. This was brought to the attention of the
Managing Director as there were already quite a number of workers
who complained of the situation to the researcher. When questioning
why the fire exits could not be used normally, it was found that it
was due to the previous incidents of theft and the fire-exists were
not guarded by factory guards who were required to guard the lifts
instead. After realising the dissatisfaction of workers in this
respect, the Managing Director took immediate measures to re-construct
the exit area enabling the guards to keep an eye on both exits and
lifts as well, and workers were then allowed to use the fire exits.
As all these happened during the research period, it is likely
that disatisfaction over the factory's safety measures prevailed at
the time of the assessment. This seems to substantiate the statement
that respondents tend to consider factors not provided. by the factory
as more important (as opposite to the case of pay). However, this
81
statement should only be seen in the light of available observational
data. Where such is absent, it is dangerous to generalise. As in the
cases of the lowly ranked job dimensions in this study like participation,
initiative, variety, advancement and payment method, it is not possible
to conclude that these factors are probably the most satisfied ones.
In fact, observation in some of these cases points to the opposite
direction, and differences of sex, age, education and skill which
affect some of these dimensions also contribute to the reason of the
low ranks of these factors.
Anyhow, the above story gives light to the fact that very
often, safety measures in the industrial undertakings may be sacrificed
for other purposes (in this case, the purpose is to reduce the cost
of production by employing less guards). Although there is legisla-
tion concerning this aspect, that is prevention of and escape from
fire,8 either there is loophole in the law (in this case, the exits
were not locked but not opened for use) or that penalties were too
light or that enforcement of safety laws insufficient. Further dis-
cussion of this will be made in the latter part of this section.
Another piece of observation noticed is that no efforts were
taken by the management to impart knowledge on industrial safety to
the workers, especially the new recruits, in the factory under study.
The workers only learned by trial anti error or through informal
teaching by some foremen or line-leaders. The researcher's personal
experience of working on the bench confirmed that not even the minimum
level of industrial safety knowledge was given to new workers. Through
conversation with some workers and other engineering staff, it was
learned that in some bigger factories, there are some kinds of orien-
tation programmes to new recruits and it is believed that some topics
89Hong Kong, Labour Department, Factories and Industrial
Undertakings and Regulations (Hong Kong: Government Printer, 1976),
p. A22.
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on industrial safety is touched on in these programmes. This factory
also provides no registered nurse or trained first-aiders like some
big factories do. A study by Lee confirms that the provision of
health services is positively related to organizational complexity
90(one criterion for organizational complexity is size). In other
words, larger industrial enterprises provide more medical services
than smaller industrial units. In view of the predominance of small
industrial units (as discussed in Chapter Three), it can be assumed
that the majority of workers in Hong Kong are less protected in terms
of industrial safety and health.
3. Industrial safety in the present
Hong Kong setting--a discussion
What is then the picture of industrial safety in Hong Kong
from reports of other studies and official figures? A recent study
conducted by the Labour Legislation Action Committee on industrial
safety reported that 26.3 per cent of the workers interviewed thought
that there was danger in their workplace over half pointed out that
in the factories where they worked parts of the machines were consi-
dered as unsafe, and only 28 or the 260 respondents indicated that
there were first-aiders in their factories. Moreover the sound and
air pollution situation is even more serious: about 70 per cent
said there was air pollution in their workplace over 20 per cent
said those workers who had been working in the factories for a
relatively longer period of time had heEiring difficulties. Besides
some of the factories' fire exits were not in good condition and
inflammable materials were not segregated.91
90 Rance P.C. Lee l Organizational Complexity and lndustriai
Health Services: a study of Kwun Tong, Social Research Centre,
Chinese University of Hong Kong,. July, 1972.
91 Labour Legislation Action Committee , Report of Survey on
Industrial safety, March, 1979.
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Official figures concerning industrial accidents are also
indicative that the question of industrial safety really needs
special attention. From Table A-1 in Appendix III9 it can be seen
that industrial accidents have increased over time. In 1973,there
were 30,518 industrial accidents reported, but in 1977, the number
had increased to 49,8354. Although the number of fatal accidents
had not increased significantly, the accident rate per 1,000 people
employed in registered and registrable industrial undertakings had
increased from 25.6 in 1973 to 34.6 in 1977.
A study of 105 fatal accidents investigated by the Labour
Department during 1977 revealed that these would have been prevented if
appropriate measures had been taken by management (55 per cent),
deceased workers (20 per cent), management and deceased workers jointly
(7 per cent), deceased and fellow workers (15 per cent), management
and fellow workers (3 per cent) 92 This study which reveals that more
than half of the fatal accidents were responsible by management,
leads to the question of inspections to industrial undertakings for
the enforcement of safety, health and related provisions as only
a handful of the more progressive employers have taken serious steps
to tackle occupational injury.93 Despite the fact that 32,540 inspec-
tions were conducted in 1977 over a total of 12,436 industrial esta-
blishments, only 1,422 offences were prosecuted against safety and
health 94 Comparing this number with that of industrial accidents, it
reveals a significant need to increase either the frequency or intensity
of inspection.
Besides, when inspecting some of the figues regarding fines
92 Hong Kong, Labour Department, Annual Departmental Report,
1977 (Hong Kong: Government Printer, 1977),p.20.
93 England and Rear, Chinese Labour under British Rule, p. 185.
94 Hong Kong, Labour Department, Annual Report, 1977, p. 18
and pp. 78-79.
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imposed on offences against safety and health, the conclusion is
that the offenders were too leniently charged. The following three
examples (which are the three type of offences aginst safety and
health with the greatest number of cases prosecuted) taken from
the 1977 Labour Department Report are presented here to illustrate
95the point of leninency of fines:
(1) Operating unregistered industrial undertakings:
Number of cases--380 (27 cases withdrawn, 1 convicted and
discharged)
Fines--$204,185
Average fine per case--$580
(2) Failure to maintain fire-escapes and fire fighting
appliances:
Number of cases--lll (6.cases convicted and discharged)
Fines--$74,450
Average fine per case--$709
(3) Operating unfenced machinery:
Number of cases---341 (6 cases convicted and discharged,
7 withdrawn)
Fines--$261,200
Average fine per case--3328
4. Possible policy measures to be taken
by Government
What are then the possible policy measures which the uovernment
may consider concerning industrial health and safety? The following
measures of protective, appraising and promotional nature are suggested
95Hong Kong, Labour Department, Annual Report, 1977, pp. 76-79.
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a) Hrotective measures
Further legislation on physical working conditions and safety
and health is recommended in the following areas: firstly, concerning
sound and air pollution inside the industrial enterprises secondly,
concerning medical services provided by the employer to the workers
such as the presense of registered nurses, or first-aiders in the
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factory thirdly, concerning Workmen's Compensation.
Moreover, more effective enforcement of existing legislation
on safety and health is of prime importance. A fundamental question
is to increase the number of inspectors of the Labour Department
which means greater investment in training of staff and administration,
so that the frequency and intensity of inspection can be increased
to meet the needs of the growth of industries. Without effective
enforcement, legislation is inadequate. The recent three major
industrial accidents (two of which involving cranes) in construction
sites are very good examples. A law was enacted in November, 1976,
about the use of cranes safely in construction sites, yet within a
week in March, 1979 two major accidents involving cranes happened. 9?
This indicates the question of effective inspection being the point of
departure. That there are only 100 odd inspectors in the Labour
Department makes a spokesman of Labour Department comment this way:
"so now we have to work on a system of priority."3 Yet, to crovIn all,
willingness of vigorous prosecution by the Labour Department is the
key point." 96
96 Further comments on the Workmen's Compensation are discussed
in Chapter ten.
97 Sing Tao Jih Pao, March 5, 1979, p. 37.
3 South China Morning Post, March 8, 1979, p.7.
98 England and Rear, Chinese Labour under British rule, p. 193.
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The final suggestion included in protective measures is of
course that on penalties which have been discussed earlier. As
England and Rear put it, what is of prime importance is the court's
99
willingness to impose penalties which are adequately deterrent.
One can easily assess the degree of deterrent effect by viewing the
last mentioned examples on fines imposed on three offences against
industrial safety. It is therefore imperative that determination of
imposing heavier penalties must be made. Otherwise, the increase of
industrial accidents will put further costs on the workers, the
industrialists and society as well.
b)Promotional measures
Although industrial safety training courses have been organized
by the Labour Department, only about one per cent of the registered
industrial undertakings bothered to send their employees to these
100
courses, The Labour Department has therefore to put more efforts in
luring manufacturers to respond more eagerly to this kind of training
and educational courses.
Efforts of exhibition, safety campaigns and television screening
101
by the Labour Department are recommendable. Some voluntary agencies
such as the Christian Industrial Committee, Sau Mou Ping Workers'
Centre, United Christian Hospital and the others are also organizing
102
exhibitions and activities of similar nature.There is however one
medium which is still underutilized--it is the radio. As a number
99England and Rear, Chinese Labour under British Rule, p. 193.
100Ibid. p e 185.
lOlHong Kong, Labour Department, Annual Report, 1977,, p. 20.
102 See Sing Tao Man Pao, March 2, 1979, p. 16.
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of factories, especially garment factories, permit workers to listen
to the radio even during work, the dissemination of industrial safety
knowledge and importance through special programmes instead of just
through some occasional slogans as it is being done at present.
It is believed that more forceful- slogans from the attractive voices
of many popular disc jockeys will be more effective. The question
on whether listening to radio will result in more industrial accidents
is debatable and it depends very much on individual habits. Anyhow
conversations with workers in the factory under study gathered that
many workers preferred to have some kind of music during work to
make the work setting less dull. If the existing practice in many
factories cannot prove to be harmful, why not make use of such practice
by utilizing the radio to a further extent?
A final suggestion on promotional measures is the promotion
of community industrial health services. Lee suggested health planners
to plan more health services for small industrial enterprises such as
through the United Christian Hospital's community industrial health
services in Kwun Tong area 103 The Labour Legislation Action Committee
suggested the formation of a Community Industrial Health Committee
comprising representatives from government, employers, employees and
community health organizations, in order to promote industrial health
services, improve industrial environment, promote and inseminate
104knov:ledge on industrial safety and health to employer and employees.
The researcher is very much for this idea but it seems that industrial
mental health as part of community health programme is never mentioned.
In a paper on community care policy for the mentally ill in Hong Kong,
it has been suggested that the root to the problem of mental health is
developmental mental health services through a community mental health
103Lee, Organi ational complexity and industrial health services,
P. 30.
104Labour Legislation Action Committee, Report on Industrial
safety.
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framework, which is lacking in Hong Kong and industrial mental health
programme to be initiated in industrial area can be a starting point. 105
Since about 44 per cent of the population are economically active
and over 45 per cent of the latter are in the manufacturing industry,
both the physical and mental health of industrial workers must be
taken care of. A Community Industrial Welfare Unit or Committee
is thereby suggested to cover health and welfare services for workers
in the industrial area. Details of this suggestion will again be
discussed under another heading welfare services in this chapter.
c) Appraisal Measures
Similar researcb efforts like that carried out jointly by
the Air Pollution Control Unit of the Labour Department of the Univer-
sity of Hong Kong in July, 1977 on air quality survey in various
106districts in Hong Kong should be regularly administered as part of
a continuous research process. Moreover further areas for research
should be geared towards improvement of workers' health by reducing
industrial hazards detrimental to both physical and mental health
of workers. Such can be carried out in co-ordination with the
universities, polytechnic, post-secondary colleges or voluntary
agencies responsible for community health services.
105Denise Cheung, Community Care for the Mentally Ill in Hong
Kong: an analysis of the social policy (unpublished paper, Social
Work Department, Chinese University of Hong Kong, 1978).




From Table 6.1 of Chapter Six, it has already been seen that
Dorking hours has a very high mean score of 1.3, just after safety
and physical working conditions. In other words, it is the third
most important job factor as assessed by the respondents. From Tables
7.2.1, 7.2.2, 7.2.3 and 7.2.4, it can also be seen from the small
chi square values in each table that sex, age, education and skill
have no influence over the assessment of importance of the job
dimension working hours. From the same Tables, it can also be seen
that 88 per cent of the respondents consider this dimension as
important, none is uncertain and only 12 per cent think it is not
important. The fact that no significant differences are found at
the five 'per cent level in regard to the distribution classified
by the importance of the job-dimension and the variables, sex,
age, education and skill, shows that most of the respondents,
irrespective of their sex, age, education and skill, think that
this job dimension is important to them.
TABLE 7.2.1
RESPONDENTSCL ASSIFIED BY IMPORTANCEOF WORKINGHOURS
AND SEX
SEX
Important Uncertain Unimportant Total
No. % No. % No. % No. %
Male 11 85 0 0 2 15 13 100
Female 42 89 0 0 5 11 47 100
Total 53 88 0 0 7 12 60 100
Chi-square= 0.22 df= 2 not significant
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TABLE 7.2.2
RESPONDENTSCLASSIFIED BY IMPORTANCEOF WORKINGHOURS
AND AGE
Age
Important Uncertain Unimportant Total
No. No. No. No.
16-20 29 94 0 0 2 6 31 100
21-30 16 80 0 0 4 20 20 100
Over 30 8 89 0 0 1 11 9 100
Total 53 88 0 0 7 12 60 100
Chi-square= 2.17 df= 4 not significant
TABLE 7.2.3




Important Uncertain Unimportant Total
No. No. No. No.
Primary 15 83 0 0 3 17 18 100
Form 1-3 23 92 0 0 2 8 25 100
Form 4 or
above
15 88 0 0 2 12 17 100
Total 53 88 0 0 7 12 60 100
Chi-square= 0.67 df= 4 not bsignificant
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TABLE 7.2.4
RESPONDENTSCLASSIFIED BY IMPORTANCEOF WORKINGHOURS
AND SKILL






not signiticantdf= 2Chi-square= 1.59
2. Discussion and implications
The above findings show that both male and female workers
regard good working hours as important to them, yet present labour
legislation makes no restriction on the hours of work for male
workers aged eighteen and over, but sets the standard working hours
of womenand young persons (aged fourteen to seventeen) employed
in industry at eight hours a day and forty-eight hours per week.
Young persons between aged fourteen and fifteen are not allowed to
db overtime work, but those above fifteen and womenare allowed to
do overtime work up to two hours a day. New regulations were intro-
duced in January, 1977 to reduce by stages of fifty hours a year
and eventually abolish overtime work Tor young persons aged sixteen
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and seventeen years by 1980. Womenand young persons aged sixteen
and seventeen are allowed to work between 6 a.m. and 8 p.m. or up
to 9 p.m. when employment on overtime, while those between fourteen
and fifteen are only permitted to work between 6 a.m. and 7 p.m.
While present statutory regulations state that all manual workers
irrespective of their wedges and non-manual workers earning not
less than $2,000 a month, have the right to one rest day in every
week (but the employer is not required to pay the employee during
the rest day), and womenand young persons (under eighteen) cannot
work on the rest days, male workers can be asked by employers to
work on rest days (but the employer must not compel him to do so). 107
From the findings above g it can be seen that for most of
the workers, whether they are protected by law on the length of
working hours, consider working hours as even more important than
pay. This is contrary to the official view in 1970 that it was
likely that most of the young employees will take for days of
relaxation but some of the older employees will ask for and receive
an increase of pay if they agreed to work on an appointed rest day.
Tables 7.2.1 and 7.2.2, show that more than 80 per cent of respondents
of both sexes and all age-groups consider working hours as important
to them. Ho:vever, what the researcher perceived in the factory seemed
to support the official view of 1970 concerning attitude of the older
workers. It is noticed that most young workers in the factory under
study were reluctant to do over-time work though they could receive
double pay during the over-time work period, but the older workers
(the middle aged ones) were mostly eager to do so. If just viewing
this fact isolating it from the findings, it may be deduced that
the older workers are more money-conscious than the younger ones.
Yet from the findings showing that even the older workers consider
107 See Hong Kong, Labour Department, Some Facts about Employment
in Hong Kong (Hong Kong: Government Printer, 1977), pp. 7-10.
108 Hong Kong, Labour Department, Annual Departmental
1969-70 (Hong Kong: Government Printer, 1970), para. 77.
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"working hours as important to them, there may be other underlying
reasons that make them willing to sacrifice leisure time for more
money. Through daily conversations with the workers, the researcher
had gathered from the older workers of their insecure position
within and without the industrial enterprise. This feeling of in-
security is not in terms of job security since they realise the
present labour shortage problem will make them less likely to lose
their jobs. However, this insecure postion is in terms of discrimi-
nation because of their age. At present, young female workers are
most in need and they are more likely to earn a better income (in
terms of faster speed in the case of piece-rated job, and over-
time double pay in the case of daily-rated job). As most of these
older workers are usually wives and mothers that are required to
support their families, while the younger workers have less family
burden, older workers' eagerness to earn more money is understandable.
Besides, they expect very little financial protection when they
reach their age of retirement due to the lacking of a comprehensive
social security system like pension scheme. This question will
again be raised and discussed under the heading payment methods of
this chapter and also Chapter Ten which discus-es income protection
measures.
The findings on working hours here indicate that male workers
also value good working hours, like their female counterparts, but
present labour legislation permits a male employee to work on rest-
day by mutual consent with his employer. Although this does not
happen in this factory which comprises mainly of female workers, and
if the females cannot work on the rest-day, there is no point asking
the few number of male workers to return to work,, yet' situations might
be otherwise in other work settings. The researcher heard from some
radio programmes which allowed people to telephone and ask questions
about labour legislation, that quite a number of male workers telephoned
and asked if they could refuse their employer who asked them to work
on nearly all the rest-days. The answer was of course they could refuse
for the employer was against the law if they compelled the male
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workers to do so. However the response from the workers was it was
very difficult to refuse unless they intended to quit. Thus the
present labour legislation leaves many male-workers non-benefited
from the one rest day per week provision. Besides the non-requirement
of granting a rest day pay may lure a number of workers to work on
those days for economic reasons.
Because of the fact that Hong Kong workers (especially young
females) nowadays prefer more days off, quite a number of factories
(especially the electronic factories) which intend to attract young
female workers introduce five or five-and-a-half days' work per week.
However, not all of them give six days' pay. In the factory under
study, it is five days' work with five days' pay. It is not intended
here to weigh the pros and cons of this type of system for the benefits
of either the workers or the employees. Yet one thing is certain: the
objective is still economic rather than intending to give more leisure
time to the workers for their benefits. In the factory under study,
the researcher was told by a personnel staff that the present system
of five days' work with five days' pay allows the employer to gain
much flexibility in terms of labour costs. In case of pressing
orders, workers are asked to do over-time work on Saturday, but when
there are less orders, the firm might save much expenses.
Another legislation provision concerning over-time work for
womenand young persons provides several number of loopholes and
problems. The following discussion is based on either observations
by the researcher in the factory under study or official statistics.
The first is about young persons (aged fourteen to fifteen)
being prohibited to do over-time work. In the factory under study,
only those sixteen and above will be employed, as very often workers
are required to do over-time work. However the researcher happened
to meet a few young workers who are between fourteen and fifteen and
who used false identity card to secure employment in the factory
without the knowledge of the Personneo Department. In this case,
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they will not be protected by the legislation concerning over-time
prohibition. Law enforcement in this case will be more difficult
as it is not easy to differentiate the fifteen year old from the
sixteen year old. While fines concerning child labour have been
doubled from $5,000 to $10,000 in 1977 109and vigorous policy of en-
forcement of child labour law had been undertaken by the Labour
Department in launching special campaigns to detect child labourers
110in industry, little has been done regarding enforcement of the law
regarding prohibiting the fourteen to fifteen year old in over-time
work. It is however hoped that with the achievement of universal
free and compulsory education up to age fifteen or Form three by
September, 1980, the situation will have improved. Yet again, law
enforcement problem still poses great difficulty. Firstly, parents
were not prosecuted for not sending children to school under compul-
111sory education and hence the roots to the problem are still not solved.
Secondly, by that time (1980) those between sixteen and seventeen will
be prohibited from over-time work as well, and mere prosecution of
parents who do not send their children (under sixteen) to school will
only aim at eliminating child]abour without solving the problem of
enforcing those between sixteen and seventeen not to do over-time work.
The labour inspectors will have heavier responsibilities then.
The second observation concerns the relation of shift duties
to legislation on working hours for womenand young persons. Like
many electronic factories, the factory under study also employs a
109 See South China Morning Post, May 5, 1977, p. 2.
110 Hong Kong, Labour Department, Annual Report, 1977, p. 7.
111 According to South China Morning Post, April 7, 1978:
Mr. Hui Yin Fat, Director of Hong Kong Council of Social Service,
commented, ever since the Director of Education was given the pourer
in 1971 to prosecute parents who fail to send their children to
school [he means primary school], not a single parent has been
prosecuted.
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special shift of workers that will begin work from 3 p.m. to 7.30 p.m.
or 8 p.m., but the other workers in the factory do not have to work
shifts. From conversation with workers and also the personnel staff,
it is known that very often these shift-workers. are full time workers
in other factories where they might work from 6 a.m. to 3 p.m. As
it is very difficult for labour inspectors to check this over, very
often factory management with half-eyes closed, pretend not to have
learned of this matter (in fact they are not infringing the law since
they should not be responsible for what the workers do in another
factory). The meaning of good working hours for this group of workers
is probably different-they may consider being able to work more than
one shift as good working hours. It must however be clarified here
that this group of workers is not included in the population from
which sample is taken as they were recruited at a time later than
sample-taking. Special shifts in this factory had only begun towards
the end of the researcher's placement period. Anyway, this study is not
able to answer the question concerning interpretation of working hours
of the shift workers, but this serves as an interesting starting point
for further research efforts on investigation into the motivation
behind these shift-workers. Anyhow the same tentative explanation
as that concerning over-time work for the older workers seems to be
of relevance here. As Dr. Denny Huang, an Urban Councillor once said,
it will be quite some time before heads of many families in Hong Kong
can earn enough to support the whole family, l12and the fact that many
families want to satisfy a certain norm of decent living such as
owning a colour television set and refrigerator, 113explains the need
for many married womento work, or even to work for much longer working
hours.
The above is very muchrelated to anotner ooserva-Lion Uu[1LCL'1111 Iu.
112 South China Maorninc Post, January 31 , 1978, p.7.
113 A commentby Mr. Hui Yin Fat, Director of Council of Social
Service, Ibid.
97
the limit of womenin doing over-time work up to two hundred hours
a year. Doubts are casted on whether the Labour Department has really
taken any practical measure in calculating of sum of, over-time hours
for each womanworker. V'.Ihen examining some official statistics
concerning working hours of workers in Hong Kong, it can be deduced
that many womanworkers are working overtime for more than two hundred
hours each year. From Table A-2 of Appendix IV, it can be seen that
a total of 104,690 womanworkers worked more than fifty-five hours per
week in 1976. As forty-eight hours per week are the statutory working
hours for women, the figure above shows that on the average women
of this group worked seven hours of over-time each week, and this is
legal since they are allowed to do over-time work up to two hours a
day. However, taking the number of over-time hours per year, which is
364 (7x52), it is perplexing, because it is definitely over 200 each
year (the legal limit of over-time working hours). This figure there-
fore suggests one or all of the following reasons: firstly, many
factories infringe the law on working hours and over-time working hours
secondly, many shift workers take up more than one job at the same time
thirdly, as long as the forty-eight normal working hours and two hours'
over-time work per day provision is observed, the Laour Department
would not bother to see into the other regulation of two hundred over-
time working hours per year fourthly, in practice, in some industries
overtime is worked regularly throughout the year...so that the total
114hours which may lawfully be worked are 10.
The above discussion and observations suggest that ioopnoies
of laws must be looked into and that enforcement of law by keeping
both eves ooen on the part of the labour inspectors is imperative.
114 Encxland and Rear, Chinese Labour under British Rule, p. 146.
98
III. Relationship with Supervisor and
Co-workers
1. Findings
Relationship with supervisor and relationship with co-
workers are discussed together under this sub-heading because they
have similar implications for labour policy issues. For reason of
simplification, the terms supervisor and co-workers are used
hereafter to refer to the two job dimensions respectively. From
Table 6.1 of Chapter Six, it has already been seen that supervisor
having a mean score of 1.28 is on the fourth rank among the fifteen
job dimensions, and co-workers with a mean score of 1.17 is the
seventh. However, when comparing the percentage of respondents
who regard the two job dimensions as important (combining the very
important and quite important answers), it can be seen that the
percentage in supervisor (85 per cent) is lower than that in
co-workers (88 per cent). Compare, for example, Tables 7.3.1 and
7.3.5 in the next few pages. Anyhow, both dimensions can be
considered among the most important job dimensions as perceived by
the respondents. In terms of scores, they are more important than
pay, job security, welfare and the others. It is really
interesting as the findings here indicate the emerging importance
of the social man concept (see Chapter One). Another common
feature of these two dimensions is that chi-square tests find no
significant differences at the five per cent level in the distribu-
tions when the degrees of importance of each dimension are cross-
tabulated against the four variables sex, age, education and skill
(see Tables 7.3.1, 7.3.2, 7.3.3, 7.3.4, 7.3.5, 7.3.6, 7.3.7 and
7,3.8 on the next few pages). This means that most respondents of
either sex, any age group.., different education and skill background,
regard supervisor and co-workers as important in determining
whether they would choose or remain in a job.
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TABLE 7.3.1
RESPONDENTSCLASSIFIED BY IMPORTANCEOF SUPERVISOR
AND SEX
Sex
Important Uncertain Unimportant Total
No. No. No. No.
Male 12 92 1 8 0 0 13 100
Female 39 83 6 13 2 4 47 100
Total 51 85 7 12 2 3 60 100
Chi-square= 0.88 df= 2 not significant
TABLE 7.3.2
RESPONDENTSCLASSIFIED BY IMPORTANCEOF SUPERVISOR
AND AGE
Age
Important Uncertain Unimportant Total
No. No. No. No.
16-20 26 84 4 13 1 3 31 100
21-30 18 90 1 5 1 5 20 100
Over 30 7 78 2 22 0 0 9 100
Total 51 85 7 12 2 3 60 100
Chi-square= 2.24 df= 4 not signifcant
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TABLE 7.3.3




Important Uncertain Unimportant Total
No. % No. % No. % No. %
Primary 14 78 3 17 1 6 18 100
Form 1-3 21 84 4 16 0 0 25 100
Form a or
above
16 94 0 0 1 6 17 100
Total 51 85 7 12 2 3 60 100
Chi-square= 4.8 df= 4 not significant
TABLE 7.3.4
RESPONDENTSCLASSIFIED BY IMPORTANCEOF SUPERVISOR
AND SKILL
SKill
Important Uncertain Unimportant Total
No. % No. % No. % No. %
Skilled 7 88 1 12 0 0 8 100
Unskilled 44 85 6 11 2 4 52 100
Total 51 85 7 12 2 3 60 100
Chi-square= 0.33 df= 2 not sighificant
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TABLE 7.3.5
RESPONDENTSCLASSIFIED BY IMPORTANCEOF CO-WORKERS
AND SEX




100341 3 6.5 4787 6.5Female
1004 6073 553 88Total
df= 2 not significantChi-square= 0.89
TABLE 7.3.6
RESPONDENTSCLASSIFIED BY IMPORTANCEOF CO-WORKERS
AND AGE
Important Uncertain Unimportant Total
Age
No.No.No.No.




not significantdf= 4Chi-square= 1.35
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TABLE 7.3.7
RESPONDENTSCLASSIFIED BY IMPORTANCEOF CO-WORKERS
AND EDUCATION
Important Uncertain Unimportant TotalEducation
Standard
No. No. No.No.
2 2 18 1001114 78 11Primary
2544 10023 1 192Form 1-3
17 1006116 0 0Form 4 oz 94
above
1003 4 60758853Total
df= 4 not significantChi-square= 3.39
TABLE 7.3.8








not significantdf= 2Chi-square= 0.94
103
2. Field work observation and discussion
During the researcher's field placement in the factory, the most
commonadjustment problems that most workers encountered were those
of relationship with both supervisors and co-workers, especially the
former. It can be said that human relationship in a work organization
is a crucial factor affecting the happiness of workers at work and
also the mobility of workers. In the present Hong Kong labour market,
when considerable amount of welfare benefits and competition of high
pay predominate, a more important factor that makes a worker stay on
the job is no longer pay or welfare, but human factors. The findings
that pay and welfare being overtaken by these two hu ,pan factors,
that is, relationship with supervisor and co-workers, coincide
with the researcher's observation.
Although no official statistics are available, through conver-
sation with the personnel staff and the workers, the impression is that
the mobility of workers in each assembly line depends very much on the
line-leader and foreman. During the period of research, there was a
notorious line-leader who had a history of quarrels with the workers
of her line and had been complained several times by workers to the
researcher. Nearly all the workers of this line told the researcher that
they would quit soon after the Chinese New Year after they got the
service bonus (a bonus distributed to workers half-yearly, for those
who have served continuously for half a year). Hence this indicates
that monetary incentives can only reduce workers' mobility for a rela-
tively short period of time. The long term human factors should be
a more effective incentive.
It seems very unlikely that Hong Kong industrialists will
invest money in conducting experiments and research on human relation-
115
ship as those done abroad. However, another piece of observation
115 A classical example is that of Elton Mayo, The Social
problems of an Industrial Civilization. See discussion in Chapter One.
For more recent research, see for example, Saul Pilnick, Getting to
grips with the group sub-culture, Personnel hManagement, (July , 1975), 34-37.
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during the field placement suggests an interesting area for future
research, probably of interest to social workers who are concerned
with the happiness of workers, and of interest to manufacturers who
are concerned with productivity and labour turnover.
Towards the end of the field placement, the management
introduced a new incentive system in the factory to promote
production speed. This is based on competition between assembly
lines. The most productive line of each week will be rewarded a
sum of money which is not to be distributed but for the whole
assembly line of workers as funds in organizing their own recrea-
tional activities. In the first week after the system was in opera-
tion, Line 4 got the reward. The foreman and line-leader of this
Line were both known to be disciplinary, but at the same time rather
"close to the line workers in terms of smooth interpersonal relation-
ship. In the second week, Line 5 got the reward. However, problems
arose here: the line-leader of this Line was the notorious one
mentioned on the previous page, who was disciplinary and authoritarian
with very poor relationship with the line workers. The workers came
up to the researcher one day asking to convey the message to management
that they would like the reward to be distributed among the workers
in terms of money because they would not stand going out with their
line-leader. The message was conveyed but the problem was not yet
solved when the researcher left the factory, as the line-leader was
then admitted to hospital because of stomach ulcer. The stories of
Line 4 and Line 5 anyhow display how discipline and good relationship
could enhance production in one line, and how discipline coupled with
bad relationship could also enhance production but gave rise to further
problems in another. The above story of Line 5 is an incomplete one
but probably as long as the relationship problem is not solved, Line 5
will not get another reward in future.
Regarding relationship with co-workers, the researcher could
notice during the field placement that there were quite a number of
sub-groups among the workers--formation of which is based either on
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age, line, interest or pre-work acquaintances (such as former class-
mates, neighbours and so on). After-work activities were usually
sub-group bound and those who could not integrate into any of these
sub-groups were bound to feel very lonely and unhappy. The researcher
had encountered a few workers (usually of higher education such as
Form five or even above) who had problems of integration into any
of the sub-groups. Some of them who came from smaller work organi-
zations commented that it was very difficult to get acquainted with
other co-workers in this factory (a sign of bureaucratic organizations
hindering informal relationship). The same worker who made this
comment was able to have a break-through via the activities organized
by the researcher for the Interpersonal Relationship Group, the only
group organized by the researcher. All group members at the end
commented that the greatest benefit they reaped from the group was
friendship.
Hence, although production is the prime objective of indus-
trial enterprises, the human factor must be taken into consideration
from the management's point of view. In small enterprises where inter-
personal relationship is more informal, communication gap between
workers and management is smaller, as the owner/manager usually assumes
the function of tackling inter-personal relationship problems himself.
However, in larger enterprises which are presumably more bureaucratic,
the need of establishing a mechanism in solving personal and interper-
sonal problems of workers is required so that the workers will be
happier at work and the employers can reap the profit of lower labour
turnover and stabilization of workforce. An industrial social worker
in the factory will most probably provide this mechanism, although
there is no empirical-evidence that social work intervention rendered
by the researcher had reduced labour turnover in this factory. Yet,
the roles as counsellor and group organizer, and as the bridge of
channelling grievances from workers to management had been very much
accepted by workers and top-management.
When industrial social work has been in operation ror a long
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time in places like India116 and beginning to boom in the United States117
it is still at an infantile stage in Hong Kong. A few large factories
do employ personnel staff serving more or less similar functions but
trained social workers employed in the industry are negligible. It
is known more recently that a large bank has recently employed social
workers to deal with employees' personal and interpersonal problems.
In a recent newspaper article, the industrial social work programme
being operated in the United States was reported, probably to sensitize
local industrialists as well.118 The Government's role in this respect
will be more appropriately promotional and appraising, such as by
co-ordinating with the universities or post-secondary colleges and
possibly large industrial enterprises, in sponsoring research and
intervention in this area. In the long run, a happy and stable work-
force will not only benefit the workers and industrial enterprises,
but the community at large.
116 See for example, M. MM. Desai, Industrial Social VJork in
Retrospect, Indian Journal of Social Work, XXXI (January, 1971),
431-433 Labour V`elfare, Encyclopaedia of Social Work in India
(Delhi: Publications Division, Ministry of Information and Broad-
casting, Government of Indian Press, 1966), pp. 445-457.
117 See for example, Leon H. Ginsberg, Role for social workers
in the manpower field, Social Work, Y.X, No. 1 (January, 1975), 28-32
Rex A. Skidmore, Daniel Balsam, and Otto F. Jones, Social fork
Practice in Industry, Social Work, XIX, No. 3 (May, 1974), 280-286
Robert Jacobson, Industrial social work in context', Social Work,
XIX, (November, 1974), 655-656 Andrew Weissman, A social service
strategy in Industry, Social ,work, XX (September, 1975), 401-403.
118 Workers' Psyche and the Company, South China Morning Post,
April 3, 1979, Business News p. 2. The article describes an
industrial social work programme being operated by universities in the
United States. It reported that the appearance of social worker in
the industrial setup is a relatively new development, initiated by
the Columbia School of Social Work ten years ago , followed by other
schools of social work such as Hunter College, Boston College and
University of Utah. The article points out that it's risky to employ
non-professionals and among professionals, social workers are generally
cheaper than psychologists or psychiatrists.
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IV. Pav. Job-security and Payment Methods
These three dimensions are discussed under the same sub-
heading because they have similar policy implications--on minimum
wage. However to enhance clearer presentation, each dimension
is first discussed separately before implications of the findings
of the three dimensions are discussed.
1. Pav
a) Findings
It has been pointed out in Chapter Six that the job-dimension
pay is unexpectedly low in the rankings among all the fifteen job-
dimensions. From Table 6.1 of the same chapter, it has already been
seen that pay occupies the eighth position, after safety, physical
working conditions, working hours, supervisor, responsibility, scope
for learning and co-workers. However, despite its mean score of 1.15
is lower than the aforesaid job dimensions, when examining the
percentages of respondents regarding pay as important (comprising
of the quite important and very important categories), it is
found that the percentage is 85, the same as that of supervisor if 9
responsibility and scope for learning (compare Table 7.4.1 with
Tables 7.3.1, 8.1.1 and 8.1.5). The reason for its low score is
probably due to higher frequencies of quite important than very
important. Thus it can be said that most respondents still think
pay as important, only that it might not be as Jmportant as the
aforesaid job dimensions. Besides, when chi-square tests are
computed to see if the variables sex, age, education and skill affect
the assessment, no significant differences at the five per cent
level are found. This means that the assessment is not affected by
sex, age, education and skill.
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TABLE 7.4.1
RESPONDENTSCLASSIFIED BY IMPORTANCEOF PAY
AND SEX






not significantdf= 2Chi-square= 2.00
TABLE 7.4.2
RESPONDENTSCLASSIFIED BY IMPORTANCEOF PAY
AND AGE







not significantdf= 4Chi-square= 4.47
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TABLE 7.4.3
RESPONDENTSCLASSIFIED BY IMPORTANCEOF PAY
AND EDUCATION
Important Uncertain Unimportant Total
Education
Standard No.No. No.No.
1000 18Primary 1 6 017 94
25420 100157619Form 1-3
2 17 10012088 015Form 4 or
above
1005 6031085 651Total
not significantdf= 4Chi-square= 7.49
TABLE 7.4.4
RESPONDENTSCLASSIFIED BY IMPORTANCEOF PAY
AND SKILL




52 1006 3 6118343Unskilled
100603 51068551Total
not signiricantdf= 2Chi-square= 1.63
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bI Analysis and discussion of the level of wages and income distribution
As discussed in Chapter Six, the low rank of the job-dimension
pay is probably due to the reason that respondents are rather satis-
fied with their present pay. Does it mean then that the level of
wage of the workers in Hong Kong is high enough to sustain a reasonable
level of living? It is true that when comparing the wages of Hong
Kong workers with those of other Asian countries, they are well above
Taiwan, South Korea and even Singapore (see Table A-3 in Appendix V)
but substantially lower than those in Japan. Cheng, however postulated
that the wage gaps between Hong Kong and these countries (except
Japan) will narrow. For example, Taiwan was subjected to an increase
of 100 per cent during 1967-1974, and South Korea to 200 per cent,
whereas Hong Kong got away with it only 77 per cent. 119 Besides, although
Hong Kong's wages are higher than those Asian countries, they are still
much lower than those in the industrialised countries to which Hong
Kong goods are exported, (see Table A-4 in Appendix VI). Cheng also
points out that although the nominal wage in Hong Kong doubled in
seven years between 1965 and 1972, and increased 25 per cent between
1972 and 1975, if deflated by price index, the level of real wage
increased only by 50 per cent during 1965-1972 and even dropped during
1973-1975. Besides, when comparing the increase in real wages with
labour productivity (labour productivity increased 15 per cent in 1973
while the real wage increased only 3.4 per cent, workers in Hong
Kong are not over-paid but perhaps underpaid.120
If the increase in index wage is not that encouraging, why is
it that the respondents' importance score on pay is lower than many
other job-dimensions? One answer may be probable: according to a
study by Hsia and Chan on the income distribution in Hong Kong, it is
119 Cheng, The Economyof Hong Kong, p. 281.
120 Ibid. pp. 280-281.
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found that the dispersion in the size distribution of household in-
come has been significantly narrowed between 1966 and 1971. The
average household income for the poorest 20 per cent has improved
from 1966 to 1971 by 75.9 per cent and the income share of the
poorest 20 per cent has improved by 25.5 per cent in the same period. 121
The reason for this trend in income distribution is due to progress
in manufacturing throughout these years, which created a tight
labour market thereby narrowing the wage differentials. As men-
tioned earlier in Chapter Three, Hong Kong has concentrated on the
production of highly labour intensive commodities such as textile,
clothing, plastic flowers, toys, electronics. With weak unions and
little intervention from the Government in determination of wages,
a highly competitive labour market has developed. Thus high mobility
of workers and keen competition for workers tend to minimize the.
122
inter-industry differences in wage-rates, The tight labour market
situation is still valid today with further expansion of industrial
programmes. Hence narrowed wage-differentials may be a contributing
factor and narrowed dispersion in the size distribution of house-
hold income is another, which lead to the low score of the importance
of pay in this study.
2. Job Security
a) Findings
From Table 6.1 of Chapter Six, it can be, seen that tine job-
dimension job-security is ranked ninth among the fifteen job-
dimensions. However, again when examing the percentages of respondents
121 Ronald Hsia and Laurence Chan, Industrialisation tm .io ment
and Income Distribution: : A case study of Hong Kon (London: Croom
Helm Ltd., International Labour Organisation, 1976), pp. 145--148.
122 Ibid. pp. 184-185.
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that consider job-security as important, it can be seen that the
pdreentage is still high (83 per cent). Besides no significant
differences are found in the distribution when respondents are class-
fied by sex, age, education and skill respectively with the degree
of importance of the job dimension (see Tables 7.4.5, 7.4.6, 7.4.7
and 7.4.8). at the five per cent level. In order words, most (83
per cent) respondents consider job-security as important and the
four variables sex, age, education and skill have no influence over
the assessment. Hence it can be said, that job-security is still
regarded important by most of the respondents, only that the degree
of importance is lower than others: safety, physical working conditions,
working hours, supervisor, responsibility, scope for learning, co-workers
and pay.
TABLE 7.4.5
RESPONDENTSCLASSIFIED BY IMPORTANCEOF JOB SECURITY
AND SEX
Sex
Important Uncertain Unimportant Total
No. % No. % No. % No. %
Male 11 85 2 15 0 0 13 100
Female 39 83 5 11 3 6 47 100
Total 50 83 7 12 3 5 60 100
Chi-square= 1.03 df= 2 not significant
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TABLE 7.4.6
RESPONDENTSCLASSIFIED BY IMPORTANCEOF JOB SEUUHIIT
AND AGE







not significantdf= 4Chi square= 7.98
TABLE 7.4.7
RESPONDENTSCLASSIFIED BY IMPORTANCEOF JOB SECURITY
AND EDUCATION




25 100020 0580Form 1-3 20
10017006116 94Form 4 or
above
60 100531278350Total
not significantdf= 4Chi-square= 9.89
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TABLE 7.4.8
RESPONDENTSCL ASSTFTEDBY IMPnRTANCEOF JOB SECURITY
ANDSKILL






not significantdf= 2Chi-square= 1.85
bj Analysis and Discussior
The low score of job-security can be explained by the same
reason of tight labour market as in the case of pay. Since it
is now relatively easy to find alternative jobs, job-security is
no longer as important as in period of unlimited supplies of labour
in the years before 1946 when those available for work outnumbered
the jobs availableand where there was little or no job security.123
Job-security for workers in Hong Kong in terms of law on the other
hand has however only been improved in the recent few years. Before
1974, Hong Kong workers had no protection agains redundancy. The
recession in 1973-1974 resulted in the closing down of a number of
factories. Thus a legislation on severance pay was passed in 1974 by
which every worker is entitled a severance pay of ten days' wages for
every year of past continuous employment dating back to 1969 in case
of dismissal due to redundancy and lay offs. On 1.6.77, a bill was
passed increasing the rate of severance pay to fifteen days for each
year of service dating back to August, 1966.




Table 6.1 of Chapter Six shows that the job-dimension
payment methods has the lowest rank among the fifteen job-
dimensions, with a mean score of 0.22. From Tables 7.4.9, 7.4.10,
7.4.11 and 7.4.12, it can be seen that the overall percentage of
respondents who regard this job dimension as important is only
55 per cent, while 40 per cent think it is not important and
the remaining five per cent are uncertain of the answer. However
when testing by chi-square test whether the four variables sex
age, education and skill have influence over the assessment,
it is found that age has influence but not the others. Tables
7.4.9, 7.4.11 and 7.4.12 show that no significant differences
are found at five per cent level in regard to sex, education and
skill. From Table 7.4.10, however, it can be seen that very
high percentage of the older workers (aged over thirty) think
that payment method is important (78 per cent), 65 per cent
of the youngest age group (aged sixteen to twenty) and only
30 per cent of the young adult group (aged twenty-one to thirty)
think it is important. On the other hand, only 11 percent
of the over-thirty respondents think it is not important 29 per
cent of the adolescents also think this way but 70 per cent of
the young adult group think it is not important. The conclusion
of the findings here is that both the oldest and youngest age group
regard payment method as important but not the young adult group
between them. The differences are significant statistically at the
five per cent level.
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TABLE 7.4.9





100138 6238 05 0Male
47 1003428 60 163 6Female
10024 40 603 533 55Total
not significantdf= 2Chi-square= 3.58
TABLE7.4.10











RESPONDENTSCLASSIFIED BY IMPORTANCEOF PAYMENTMETHODS
AND EDUCATION
Important Uncertain Unimportant Total
Education
5 tandard No.No. No.No.
33 18 1006 6111 61Primary
2536 1002 8 914 56Form 1-3
10053 17947 00Form 4 or 8
above
40 10024 603 533 55Total
not significantdf= 4Chi-square= 2.64
TABLE 7.4.12
RESPONDENTSCLASSIFIED BY IMPORTANCEOF PAYMENTMETHODS
AND SKILL






not significantdf= 2Chi-square= 4.80
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b) Interpretation of findings
It is not difficult to see why the dimension payment methods
is ranked lowest among the fifteen job dimensions. After all, when
one gets pay, having good relationship with co-workers and supervisor,
the physical working conditions being not bad, who cares about the
payment methods? Even if people do care, it is understandable that
it is placed at the lowest priority. It is very unlikely therefore
that people leave their jobs chiefly for this reason. However, when
viewing at the age differences in the assessment, it is indeed very
interesting. Two important questions arise here: What are the
payment methods preferred? What are the reasons leading to such
differences?
There is no data from the answers to the questionnaire
regarding the methods preferred by respondents. However during every
day conversation with the workers in the factory, and even during
the interview for completion of the questionnaire, the researcher
noticed different age groups preferred different payment methods.
The youngest age group (adolescents between sixteen and twenty) had
mentioned that they favoured the system of daily-rate, chiefly because
it is a usual practice in most factories to pay daily-rated and piece-
rated workers bi-weekly. In this manner, they could obtain money to
spend within a relatively short period of time. It is widely known
that young workers in Hong Kong nowadays are potentially good consumers.
Although most of them may need to contribute to the family, it is
believed that very few need to shoulder a heavy financial burden because
most have parents to support the family. Hence young workers are
seldom prohibited to spend. They sometimes even spend faster than
they can earn. Some young workers told the researcher that when they
were short of money, they would ask for over-time work. Hence being
paid bi-weekly is more preferred than the monthly paid practice for
gratification is more immediate. As daily-rated workers are paid bi-
weekly while monthly-rated ones are paid monthly, these young workers
preferred being daily-rated.
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The older workers on the other hand prefer [or desire) to
be monthly rated. Very often, remarks from the older workers were
thus: Of course it is better to be monthly rated, because the
income will be more stable. For daily-rated workers, their income
is very much affected (reduced) by non-punctuality, leave-taking
and others. The monthly rated workers in the factory under study
are the foremen, line-leaders, clerical staff, repairmen and admins-
tration staff, whose income is not affected by the aforesaid factors.
Comments about the payment system were very frequent during the time
of research because' at that time the line-leaders were changed from
daily-rated to monthly rated workers. From the Personnel staff, it
has been learned that there is a note of prestige or status attached
to monthly rated staff. From some line-leaders it has been learned that
besides status, there is nothing good about monthly-rated system
because their over-time work is one-and-a-half their normal pay
while the daily-rated production workers will get a double pay for
over-time work. Hence when a production worker does a lot of over-
time work, her pay will be higher than the line-leader who may do
similar hours of over-time work. Then why is it that the older
workers who are more anxious to work overtime (as mentioned before
under the sub-heading working hours) and yet preferred to be monthly
paid?
This leads to the question of discrimination against the
older workers, the underlying reason for having considered payment
methods as important by the youngest and oldest age group. Dis-
crimination is clearly seen in the case of over-time work. It was
noticed during the placement period that the foremen and line-leaders
were responsible for choosing workers to do over-time work. Their
criteria for choice were efficiency and speed in work. Obviously,
the younger workers were the targets, though they were not very often
happy to work over-time, either that some needed to attend evening
school or that some preferred leisure activities. The older workers,
on the other hand were very seldom asked to do over-time work unless
the whole factory would need to do so. The researcher happened in an
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incident to have learned of the depth of the whole thing: When
the researcher formed an Interpersonal Relationship Group, the
group members were all youngsters between sixteen to twenty-four.
On the first day of the group meeting, the researcher was asked by
a foreman and a line-leader not to allow two particular young
workers to join the group (that would meet once a week after work),
because they were required to do over-time work. At first they
researcher thought it might be because their job was a kind of
''indispensable one and so they were so important. However, the
two particular workers refused to not joining the group. After
further discussion with the Production Manager, it was learned that
these two workers were not that indispensable and so finally the
two workers were allowed to join the group. Afterwards, when
the researcher talked to other older workers (of the same assembly
line as the two particular workers), it was learned that they (the
older workers) were seldom chosen to work over-time though they
desired to do so, and those young workers were often chosen though
they were reluctant to do so.
The above reveals how payment methods favour (speaking
aside from the dehumanising nature of over-time work) the younger
workers in terms of income. This can therefore partly explain why
the older workers preferred monthly-rated method in which income
would not fluctuate so much in favour of the younger workers. On
the other hand, no data is available regarding the payment methods
preferred by the young adult group of respondents, who attach little
importance to this job dimension. However, it is certain here that
they are not being discriminated.. Probably this is the reason why
payment methods are unimportant to them.
Anyhow, the above discussion on the discrimination against
older workers in terms of payment methods gives light to the fact
that older workers in Hong Kong are the neglected sector of society.
Although there is constant complaint by industrialists of labour
shortage, the workers they are looking for are either skilled or
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"Young semi-skilled or unskilled workers. There has been no colony-
wide survey so far to prove that older workers are difficult to
recruit as well. During recession, these older workers will be the
first to suffer. Even in the absence of economic recession, more
of the older workers are unemployed than the young. From Table A-5
of Appendix VII, it can be seen that those over forty-five have a
higher percentage that are unemployed. In the absence of an income-
protection system in forms of retirement schemes, the older workers
are definitely at a more disadvantaged position. Implications for
social security measures such as pension will be further discussed
in Chapter Ten.
4. Implications of the findings of pay
job-security and payment methods
for minimumwage
The above findings on pay and job-security suggest that
the workers are somehow quite satisfied with the two job-dimensions,
thereby giving support to the statement that the natural law of supply
and demand has worked very much to the workers' benefit in raising
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wage levels and improving working conditions. However, the truth of
this statement can only be seen in the context of economic prosperity
or labour shortage as it is today. The findings on payment methods
suggest on the other hand that conditions are not that favourable
for the older workers. During the time of economic depression, it
might be found that the natural law of supply and demand would
work very much to the disadvantage of the workers instead, especially
the less wanted ones. All these arguments have in fact been
revolving around the long debated top--whether minimum wage should
be imposed in Hong Kong.
124 This is a comment by the executive director of the Federation
of Industries, quoted in an article, Signpost to future wages, South
China Morning Post, January 19, 1978, p. 1.
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A short account of the minimum wage law issue is therefore
appropriate here. In fact, Hong Kong had its Minimum Wage Ordinance
No. 20 of 1932 which gave power to the governor to fix minimum wages
for unreasonably lowly paid trades. However this Ordinance was
repealed and replaced by the Trade Board Ordinance in 1940, giving
the same power to the governor and also to set up a trade board for
the purpose of inquiries and recommendations to fix the various rates.
Yet these two ordinances had never been used: no minimum wage has
ever been laid down and no trade board has ever been established.
Although occasional calls have been made for a minimum wage, such is
opposed by the Government on the grounds that it would be dangerous
to lay down a minimum wage in Hong Kong for employers might use it as
a norm in determining wages besides it is also held that w:ges
might have risen so fast that legislation would soon become out-dated
finally the government thinks it is simpler to rely on the Trade
Boards Ordinance to deal with individual trades should the necessity
arise 125 England and Rear commented however that these arguments
were not convincing. They argue that the first two arguments are
inconsistent, because if economic Growth continues and wages are
bound to rise, it is unlikely for the employer to use the minimum
wage as a norm. The fact that minimum wage laws are calculated to
benefit pockets of low paid workers left behind by general rises in
real wages, and these workers are therefore expected to be benefited
even if the employer uses the mini mumwage as the norm. Besides they
do not think setting up a trade board is simpler than setting a
basic wage operating across the board. Anyhow, these two authors
think it is unrealistic to expect a government imbued with the
spirit of Laissez-Faire to intervene in setting minimum standards on
the basis of a criterion of need. 126
125 Such information was supplied by an editor of the Far Eastern




The subject on minimum wage raised a year ago in an unpublished
interim report by an expert on industrial relations from the United
Kingdom, was also rejected by both industrialists and workers' repre-
sentatives on the grounds that to some employers, a minimum wage
level would mean a maximumwage level set down by the government for
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the workers. The Editor of South China Morning Post is also
unfavourable to minimum wage, giving evidence to the fact that during
the recent recession many workers voluntarily accepted cuts in wages
rather than endured retrenchment and loss of livelihood. Far better
that they should maintain continuous employment even at lower wage
than lose their job because of an employer's inability to meet a
mandatory wage level. 128
This final comment above gives light to the relationship
between minimum wage and income protection, instead of repealing the
need for a minimum wage. The researcher's view is that the minimum
wage is not workable unless a comprehensive income protection scheme
through for example unemployment insurance is provided. The discussion
based on the findings of pay, job-security and payment methods--
does give support to this argument. The findings on pay and job
security as said before imply that the natural law of supply and
demand works to the benefit of the workers during a period of economic
affluence. The findings on payment methods however suggest the
worries ahead when the economic condition is not that favourable. In
other words, the findings on pay and job-security give support to
the argument against minimum wage, while those on payment methods
give support to the otherwise. The conclusion here is that, workers
in Hong Kong need protection, especially during period of recession, but
not so much from minimum wage as from an income protection system in the
form of social insurance. Unless accompanied by such system, minimum
wage is less likely to be able to protect workers.
127 Minimum Wage is impractical, South China Morning Post,
January 18, 1978, p. 7.




From Table 6.1 of Chapter Six, it can be seen that welfare"
ranks tenth among the fifteen job dimensions, after safety, physical
working conditions, working hours, supervisor, responsibility, scope
for learning, co-vrorkers, pay and job-security. However, it does
not mean that welfare is not important in the eyes of the respondents.
Firstly, its mean score being 1 indicates that it is positively
important. Secondly, the percentage of respondents who think that
this job-dimension is important (that is, including those who think
it is quite important and very important") is rather high--it is
83 per cent (see Tables 7.5.1, 7.5.2, 7.5.3, 7.5.4). Thirdly, from
the same tables, it can be seen that no significant differences are
found when respondents are classified by assessment of importance
and sex, age, education and skill respectively, at the five per cent
level. All the above findings suggest that welfare can be considered
less important than the aforesaid nine job-dimensions in terms of
influencing a worker's stay on a job or his choice of another, but
most workers still think it is an important job-dimension, irrespective
of their sex, age, education and skill.
TABLE 7.5.1
RESPONDENTSCLASSIFIED BY IMPORTANCEOF WELFARESERVICES
AND SEX
Important Uncertain Unimportant Total
Sex
No. No. No. No.
Male 10 77 0 0 3 23 13 100
Female 40 85 3 6 4 9 47 100
Total 50 83 3 5 7 12 60 100
Chi-square= 2.76 df= 2 not sighnificant
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TABLE 7.5.2
RESPONDENTSCLASSIFIED BY IMPORTANCEOF WELFARESERVICES
AND AGE
Age
Important Uncertain Unimportant Total
No. No. No. No.
16-20 27 87 1 3 3 10 31 100
21-30 15 75 1 5 4 20 20 100
Over 30 8 89 1 11 0 0 9 100
Total 50 83 3 5 7 12 60 100
Chi-square= 3.47 df= 4 not signifcant
TABLE 7.5.3




Important Uncertain Unimportant Total
No. No. No. No.
Primary 14 78 2 11 2 11 18 100
Form 1-3 21 84 1 4 3 12 25 100
Form 4 or
above
15 88 0 0 2 12 17 100
Chi-square= 2.77 df= 4 not significant
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TABLE 7.5.4
RESPONDENTSCLASSIFIED BY IMPORTANCEOF WELFARESERVICES
AND SKILL






not significantdf= 2Chi-square= 1.96
2. Nature of welfare services cnange
over time
The provision of welfare services by employer to the workers
in Hong Kong has been resulted from the influence of ecnomies rather
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than ideology upon managerial policies. England and Rear cited an
interesting example to support this statement. They referred to the
welfare provisions provided by the Shanghaiese textile firms during
the 1950's. During the early post war period, when there was a
general surplus of labour but a shortage of workers trained to the
discipline of factory life, the employers built dormitories and
introduced programs of welfare benefits in order to create a stable
and committed labour force. However since the 1960's when there is
129 Enaland and Rear, Chinese Labour under tirizisn RuLe, p.275.
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intensive competition for labour from the other industries, ana wizn
the growth of government low-cost housing, dormitories have been
replaced by long service gratuities. 130 Increasing shortage of labour
has also made the rest of the industries aware that provisions of
welfare are means to attract and maintain labour force. Hence the
picture in the 1970's on welfare for the workers is that many
industrial enterprises provide free or subsidized transport, subsidized
or free meals, medical care (mostly in large enterprises), and free
or subsidized recreational activities.131
However, as in the case of pay, when the welfare differentials,
intra and inter industries are narrovv:ed nowadays due to the tight
labour market, is welfare still as attractive to the workers as the
employers think? The findings of this study as presented above
surely suggest reconsiderations by the employers. From the low rank
of welfare among the fifteen job-dimensions, it can be seen that
in determining a choice of jobs, the welfare provisions will surely
not be on the top of the priority list. Does it mean then that no
further efforts should be made by employers to improve the welfare
provisions for their workers? The findings that majority of the
workers (including the young, female workers that most employers
wish to attract) still regard welfare as important, suggest however
that the nature of present welfare provisions may require changes.
There is one commoncharacteristic of present welfare services provided
by most employers to their workers--they are mostly related to the
job situation. For instance, free transport services, free meals,
medical services (within the industrial enterprise) are basically
job-oriented, either intending to diminish chance of coming to
work late, or preventing incidents that will delay or obstruct the
130 England and Rear, Chinese Labour under British Rule, p. 275.
131 For details of welfare services provided by different
industries, see Hong Kong, Labour Department, Annual Report, 1977,
pp. 73-75.
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process of production. Recreational activities are organized to
enhance workers' commitment to the industrial enterprise, rather
than meeting their social needs. These can be regarded as short
term welfare services which cater to the short term needs of the
workers. Services geared towards long term social goals or meeting
the long-term needs of workers such as developmental leisure activities,
general (physical and mental) health of the workers are all under-
developed. Neither has the Government taken any active part in
fostering certain welfare provisions which will be beneficial to
both physical and mental well-being of individual workers. In the
remaining part under the heading v1elfard services, endeavours are
made to discuss four types of welfare provisions, recommended for
further development or improvement. The first two developmental
leisure activities, general health services are two services
recommended to cater to the long-term needs of the workers. The
other two on paid maternity leave and feeding facilities are
recommended for Government intervention through protective and promo-
132
tional measures. Finally, a proposal of communal social services
for workers is made to cater to the needs of workers working in
small industrial units.
3. Developmental leisure activities
The type of recreational activities usually organized by
factories are picnics, swimming, camping and more recently dancing
(the disco fever in Hong Kong has penetrated the factories as well).
Some larger enterprises organize sports and cultural or educational
activities after work in the factory premises. However this kind of
activities is usually limited to workers of large enterprises which
132 Feeding Facilities which should be included in the dimension
of physical working conditions, are discussed here due to the sugges-
tion of communal social services to comprise both welfare services and
facilities to workers working in the small industrial units.
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can afford to provide ample physical space for the organization of
such activities. Moreover a more enlightened employer/management
will be more likely to provide such kind of activities. In the
course of discussion here, two aspects will be of interest: the
interests of workers, and attitude of management.
During the field practicum, the researcher had come to notice
that recreational activities organized both by the employer and
social centres are not attractive to many workers. Although a number
of workers did complain to the researcher of the few recreational
activities organized for them by management, when the latter did
organize, less than half of the workers attended. The problem
surely centres around the type of recreational activities organized.
Picnics are only welcomed by those workers who seldom have the chance
of outings. However, the researcher found that most young workers in
the factory organize their own picnics and outings with either their
friendly co-workers or friends very frequently. Most prefer to go
out with their own friends, in small groups, and surely their capa-
bilities of organizing their own recreational activities are very
high. Recreational activities organized by the factory in large
groups are therefore not attractive to them. On the other hand, the
older workers who are married and have children, are rather eager
to take part in these activities which at their age are not that
frequently available. However there is one drawback, the factory
authorities would not allow the workers to bring along either their
spouses or children. The researcher had heard many times from these
older workers that they did not attend because they could not take
their family along.
Recreational activities organized by social centres for workers
on the other hand, have also proved to be unsuccessful in terms of
attendance rate. In the initial period of placement, the researcher
had attempted to publicise a camping organized by a youth centre in the
vicinity of the factory. Eventually none from the factory under study
attended although quite a few expressed interests, and it was learned
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that only a minimal number of workers from other factories took part
in the camping. Discussion with the social workers of this youth
centre revealed that even in other types of recreational activities
organized by the centre, attendance rate is not that encouraging.
On the other hand, volunteer services which the researcher attempted
to introduce to many workers, had proved to be most welcomed. Quite
a number of workers were introduced to the said social centre to take
part in various types of volunteer services and educational programmes
like folk-dancing, cooking, knitting classes. Many workers had
expressed eagerness in learning new things (the high score of scope
for learning in this study confirms this observation), and in taking
part in more meaningful activities like that of volunteer services.
Inside the factory premises, the researcher organized a small
group consisting of about ten workers. Weekly meetings were held after
work in the conference room or rest-room of the factory, with the
purpose of enhancing the interpersonal-relationship understanding
of the group members, a kind of developmental activities. This group
had proved to be most welcomed by both workers and the Managing
Director of the factory. However, middle management staff expressed
much suspicion over the group's activities, and worries over proba-
bilities of sensitizing the workers towards more progressive social
.and industrial action at the expense of the factory. The conflicting
views between the Managing Director and the Middle-management staff
suggest that different managerial styles would definitely have effect
on the types and nature of leisure activities provided to the workers.
According to a research on leisure activities of young workers, it was
found that most of the workers agreed that factories should take ini-
tiatives to organise leisure activities for the workers.133 To suit
the interests of the workers, the above suggestion of giving attention
towards developmental leisure activities surely deserves much of
management's considerations.
133 Hong Kong Baptist College , Department of Social Work and Socio-
logy, A study of leisure activities of young labourers in Hong Kong,1972.
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4. General health services
As mentioned earlier, if there are medical services provided,
they are mostly concentrated in medical facilities for the workers
inside the industrial setting such as provision of medicine, first-
aiders or at the most a registered nurse. All these are related to
the problems faced by a worker at his particular job setting. The
role in promoting general medical care for the workers and his family
is very much neglected. In Hong Kong, such services are mostly
provided by large enterprises such as public utilities, public trans-
port companies, large textile or electronic factories. From a Labour
Department report of 1977, none of the following industries provide
medical services to the workers: enamelviare, garments, gloves, hand-
bags, iron and steel basic industries, plastic flowers, plastic toys. 134
The above discloses that the amount of health services increase
with the size of the enterprise, This is confirmed by Lee's study.135
While it is unrealistic to expect the vast number of small industrial
enterprises to provide comprehensive health services to their workers,
industrial health services provided for instance by United Christian
Hospital in the industrial area of Kvun Tong, have not been extended
to other industrial areas. A proposal of communal social services
which comprise medical services as t,,ell is to be discussed under a
separate topic .
5. Paid maternity-leave
The recent most heated topic under discussion in Hong Kong is
paid maternity leave for women. Present legislation only provides
unpaid ten vieek' maternity leave to female workers. A survey conducted
134 Hong Kong, Labour Department, Annual Report, 1977, pp. 73-76-
135 Lee, Organizational Complexity and Industrial Health Services.
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by Hong Kong Christian Industrial Committee found that most factories
simply ignore the law. Those which do give maternity benefit often
do not incorporate the full legal requirement. Some women workers,
on the other hand, are willing to give up *their rights due to economic
136
pressure. At present, the Hong Kong Christian Industrial Committee
with the support of tv.enty leading church and voluntary groups, is
organizing a campaign for paid maternity leave. The campaign recommends
that:
(1) Maternity leave for women workers should be paid leave.
(2) The period of maternity leave of ten weeks remains unchanged.
(3) A worker ywho has worked continuously for the same employer
for six months should receive ttwwo-thirds of her daily-wage,
full wage of the employment period is one year or more, and
pro rata if it is between three to six months.
(4) In no case can an employer terminate the contract with any
women%vorker simply because of her pregnancy.
(5) A pregnant v orker should be paid two-thirds of her wage for
days off for medical check-ups.
(6) The husband of the womenworker who is in confinement should
be given one week off and two-thirds of his regular wage
during the period. 137
As mentioned earlier, womenworkers that comprise of about
50 per cent of the vorkforce, are very much needed by many industries
Their role in contributing towards the economic growth of Hong Kong is
surely conspicuous. Yet, while many Asian countries like China,
136Hong Kong Christian Industrial Committee, Survey on Maternity
Protection for tip, omenv: orkers in HongKong, Final Report, October, , 1978,
P. 4. (Mimeographed.)
137More join paid maternity leave drive, South China Morning
Post, March 7, 1979, p. .6.
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the Philippines, Thailand q India, Singapore, 5ouznrsur uu, JL .i. Lc7r ii-Ac2,
Taiwan, Malaysia, Japan and Indonesia, provide from 50 to 100 per cent
of regular wage to womenas legal maternity subsidy, Hong Kong as
the second most affluent area among these countries, has obviously
138lagged behind. It is most unlikely industrialists in Hong Kong are
able to get away with it in the 1980's when their overseas trade
partners will surely weigh welfare standards of Hong Kong workers
(surely include maternity leave) with their counterparts in the
neighbourinq Asian countries, chief competitors with Hong Kong exports.
6. Feeding facilities
Despite the fact that most factories provide subsidized
meals (in the forms of cash), very few provide the actual meals
or canteen services (for small and medium sized factories, it
will be difficult for them to provide such facilities for space
and financial reasons).
According to a survey made by a workers' magazine called
Employee, 17 per cent of the workers have less than thirty minutes
for their lunch and they form the largest group that suffers from
stomach illness. The problem is that there are not enough facilities
for lunch and the expenses of going to restaurants are high. Suggestions
are made to set up a special luncheon area for workers during lunch
time in industrial areas so that cooked food hawkers can operate without
being driven away by the police. Other suggestions include opening
up rooftops of government industrial buildings turning them into
138HongKongChristian Industrial uommz.-czee , Our vey ur i
Maternity Protection, p. 1.
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canteens, and enactment of labour legislation concerning lunch breaks
so that workers can have at least one hour for lunch, 139
There has also been suggestion of drawing up legislation
requiring factory buildings, in particular the new factory buildings,
140
with more than 300 workers to set aside space for canteens. This
suggestion is however opposed by industrialists on the grounds of
fire hazards. They however stress that Government should take up
the responsibility of solving the lunch-time problem by encouraging
more private investment in factory areas so that more restaurants and
tea houses could be set up 141 The editor of South China Morning Post
has suggested an alternative which is to allow fast food chains to
tender for spaces in factory buildings to provide snack meals, not
only in non-Chinese style like Big Macs, hot dogs, but also fast
Chinese dim sum (Chinese snacks in tea-houses) pre-packed or cafeteria
styled. 142
All the above suggestions are valuable but many have their
own problems. The proposal of a special luncheon area for cooked
food hawkers to operate aims at providing quick and lov.-cost lunch
for workers. Hoewever, many of these food hawkers, unlike the tradi-
tional tai pai tong which provides tables and chairs, do not provide
them, and hence to eat standing is required. Besides insanitation
cannot be easily controlled. Canteens operating in factory buildings
are confronted with the fire hazard problem. The suggestion of
encouraging private investment of setting up restaurants and tea-houses
139Report on lunch problem survey, Employee (.a Chinese bi-
monthly magazine published by a group of workers, no date provided).
Also see South China Morning Post, May 8, 1978, p. 9, which also
reported this survey.
140When getting a bite to eat is a daily struggle, South
China Morning Post, May 2, 1978, p. 6, quoting a comment by Mr. Hui Yin Fat.
141 Caution urged on canteens scheme, South China Morning Post,
May 3, 1978, p. 12.
142Editorial, South China Morning Post, May 20, 1978.
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has not taken into consideration of the high cost which usually
workers cannot afford.
The suggestion of enactment of legislation concerning lunch
breaks is on the other hand considered most necessary. Experience
obtained from what happened to this factory under study suggests the
necessity. When the researcher first arrived at the factory, the lunch
break was one hour and most workers could take their lunch at a more
leisurely speed. However, before long, because of the change of time
in work, lunch hour vas reduced to forty-five minutes. Although some
workers who took their lunch in the rest-room (they bought their own
lunch), and some had a quick lunch in a nearby tai pai tong, others
who used to take lunch in snack stalls or restaurants in the low-cost
housing area (which takes about ten minutes' walking) had really to
take their lunch quick. When there is no legislation concerning
lunch-break, it is likely that lunch time can easily be reduced to
suit purposes of individual factory. While many workers may not
mind having shorter lunch-break provided that they can finish work
earlier in the evening, they may not realize the need to have a real
break for the benefit of their physical and mental health. Hence
legislation in this respect is of most relevance.
The suggestion of fast food chains in factory buildings is
recommendable as it would take up less space catering to the needs of
a great number of workers and at the same time provide less fire
hazard than a canteen. Another method which is recommendable is the
provision of ovens in some resting place (just like what is being
done in the factory under study), so that workers can bring their own
lunch boxes and have them heated in the ovens. These ovens take up
very little spaces in the factory, and workers (especially young
workers) would not have to carry big flasks along to work which have
become an out-dated practice among industrial workers.
Above all, the most valuable suggestion t ouno Here is tnat
suggested by Professor Hodge of the University of Hong Kong of the
136
creation of community centres in the industrial area of New Towns
so that not only canteens, but medical services, counselling centres
and labour relations service can be incorporated into the community
143
centres. This suggestion leads to the following discussion of communal
social services.
7. Communal social services
The above suggestion of Professor Hodge is in line with that
of the United Nations about the construction of small townships based
upon an industrial estate so that pooling of resources may be permitted
and communal social services can be provided even to workers of small
companies which have difficulties in providing so much welfare services
and facilities to the workers. 144
This idea is highly recommended mere and what has been
suggested earlier of a community industrial health and safety committee
or unit (under the sub-heading of industrial safety and physical
working conditions), can be incorporated into this scheme or system.
The rationale behind the support of this idea lies in the fact that
there is high percentage of small industrial units in Hong Kong (see
Chapter Three). As the United Nations report said: The pretty
consistent pattern of association between the size of the company
and the extent of welfare provision raises important policy problems.145
This tendency of larger firms providing better welfare programs results
143 This proposal of Professor Peter Hodge, Social Work uepartmen-c
of the University of Hong Kong, is quoted in Report on lunch problem
survey, Employee.
144 Department of Economic and Social Affairs,United Nations,
Industrial Social Welfare (Neer York: United Nations Publications,
1971),p. 108.
145 Ibid. p. 85.
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in a great proportion of the working population unprotected. To
a certain extent, protective measures by government in enacting
legislation in this area will help (like the legislation on lunch
break). However in other aspects such as the legislation of canteen
service, probably small enterprises would not be subject to legis-
lation due to their limited financial resources. Examples abroad
shed light on this: in India, a canteen is required by law only
where 250 or more workers are employed, a welfare officer is required
147
where there are 500 or more employees. In view of the situation of
small industrial units in Hong Kong and their contributions towards
148
economic activity, further legislation on welfare provisions is nearly
an impossibility for most of the small industrial establishments.
Therefore the suggested communal social welfare services consisting of
medical and health services, canteen, counselling services and so on,
are perhaps the most suitable method in providing ample welfare
services to workers working in both big and small enterprises. The
Government should play an important role in providing the basic
amenities in the New Towns. The planning and implementation should
lie in the hands of a community industrial welfare unit or committee
comprising of representatives from the government, voluntary agencies ,
employers and employees. According to the United Nations Report, such
an agency can promote discussion and action and plan the gradual improve-
ment of industrial social welfare in co-operation with industry and
cormmuni t agencies.149
146 This pattern is also predominant in Japan here company-
provided welfare differs tremendously between big and small enterprises.
See for example, Kats-umi Yakabe, Labour Relations in Japan: Fundament,-A-1
characteristics (International Society for Educational Information, Inc,,
Japan, 1974.
147 United Nations, Industrial Social Weltare, p.85.
148 The significant contribution of these small industrial units
lies in eliminating seasonal fluctuations, making the Hong Kong manu-
facturing sector very flexible. See Cheng, The Economy of Hong Kong, pp.156-7.




It has been seen from Table 6.1 of Chapter Six that the job-
dimension advancement has the second lo':Vest rank among the fifteen
job-dimensions, with a mean score of 0.26, that is 0.06 ahead the
mean score of payment methods. From Tables 7.6.1, 7.6.2, 7.6.3
and 7.6.4 of this Chapter, it can also been seen that 50 per cent
of the respondents think: that this job-dimension is important, :.,hi le
18 per cent are uncertain, and 32 per cent think it is unimportant.
In other words, although when compared to other job-dimensions
except payment methods, advancement is the least important,
there are still more respondents who think it is important than
those who think it is not. Furthermore, it is found that more males
than females, more skilled than the unskilled, think that it is
important. From Table 7.6.1, it can be seen that 84 per cent of
the male respondents, and only 41 per cent of the females, think
advancement is important. The difference here is significant
at five per cent level. From Table 7.6.4, it is also found that
100 per cent of the skilled, and only 40 per cent of the unskilled
think it is,important. The difference here is again significant
at five per cent level. On the other hand, although there are more
educated respondents (Form four or above) who think that advancement
is important (71 per cent), the difference is not significant at
five per cent level (see Table 7.6.3). Age is also found to have
no influence over the assessment of importance--though the percentage
is slightly higher in the aged 21-30 group, the differences are not
significant at the five per cent level. (see Table 7.6.2).
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TABLE 7.6.1
RESPONDENTSCLASSIFIED BY IMPORTANCEOF ADVANCEMENT
AND SEX
Important Uncertain Unimportant Total
Sex
No. No. No. No.
Male 11 84 1 8 1 8 13 100
Female 41 2119 10 38 4718 100
30Total 50 11 18 3219 60 100
df= 2Chi-square= 8.02 P4 0.05
TABLE 7.6.2
RESPONDENTSCLASSIFIED BY IMPORTANCEOF ADVANCEMENT
AND AGE
Important Uncertain Unimportant Total
Age
No. No.No.No.
39 3112 1001942 616-20 13
30 206 1002 1021-30 12 60
133 11 1003 9Over 30 555
19 3218 100601130 50Total
not significantdf= 4Chi-square= 4.44
140
TABLE 7.6.3
RESPONDENTSCLASSIFIED BY IMPORTANCEOF ADVANCEMENT
AND EDUCATION
Important Uncertain Unimportant Total
Education
Standard No. No. No. No.
33 22 45Primary 4 1006 8 18
48 24 28 25Form 1-3 12 1006 7
4 23 17 100Form 4 or 12 71 1 6
above
30 3211 18 19 10050 60Total
df= 4 not significantChi-square= 5.88
TABLE 7.6.4










Although advancement is ranked low in terms of its mean
score, the fact that the males and the skilled are more likely to
regard it as important as shown in the findings, explains the reason
of low score. As the sample is predominantly production workers who
are unskilled, and females too, the low percentages of these b.-:o
categories of respondents regarding advancement as important result
in a low total score, hence a low mean score. Due to sex and skill
differences, it cannot be said therefore that advancement is perceived
by respondents as being of least important. It can only be said that
the male and the skilled workers are more likely to regard advancement
as important in the choice of job or deciding whether they should
remain in a job, than the female and unskilled workers .
It is not difficult to understand the sex differences in the
assessment, In the present Hong Kong society, males are still the
predominant breadwinner in the family. As most females, especially
those Jith limited education, usually treat their present job as
a temporary one with expectation to cease Vork after marriage or
after having babies if their husband alone can financially maintain
the family, or if there is no one to look after the children at home.
Hence if fewer of them value advancement, it is within expectation.
On the other hand, that 100 per cent of the skilled regard
advancement as important stimulates much thinking about skill-
training. This gives light to the fact that s!:i11-training gives
rise to higher expectation in terms of advancement in the job or
advancement outside the enterprise. Hence if there are inadequate
chances for advancement either within or outside the work institution
frustration will be resulted. Therefore in all future industrial
training programmes, consideration must be taken to meet the needs
of these skilled workers besides meeting the needs of the community.
Evaluation of these training programmes should not just take into
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account the appraisal of the employer as a sole indicator or success
or failure of the industrial training but should also include the
150
view of the post-trainees. Whether the programme has successfully
helped them in widening opportunities for advancement is probably one
facet which should be included. The production of frustrated skilled
labour force is surely not the intention of all industrial training
programmes. This aspect will be further discussed in the next
chapter when examining the education and manpower policy over the issue
of demand and supply of manpower, a policy implication arising from
the findings concerning job-content.
The findings concerning educational difference on the other
hand also provide an interesting area for discussion. The findings
indicate that education does not affect a worker's expectation of
advancement, contrary to the OECD postulation that rising education
is accompanied by rising expectation of occupational mobility (see
Chapter Two). There is one possible explanation: in the present
Hong Kong situation, rising education is still accompanied by
rising expectation for occupational mobility, but not vertical mobility,
that is advancement in the job. Conversation with some of the more
educated workers had given the researcher this impression. Generally
speaking, these educated workers are unhappy to remain a blue-collar
worker, not so much because of the lacking of advancement opportunities.
The job they aspire is white collar job which at the same time cannot
promise more advancement opportunities. A Form five graduate, for
instance, can either choose (or better be chosen) to be a clerk, or
unskilled worker in the factory. Studies have shown that the manual/
nonmanual wage differentials have significantly narrowed from 1963
151to 1972. Probably they have been even more narrowed now as seen from
150 See for example, W.L. Wilkinson, Chairman, Report by the
Committee on Vocational Training on the Survey of Employers' Assess.
ment of Vocational Training and Pre-vocational and Secondary Modern
Education (Hong Kong: Government Printer, 1978.
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5ee Cheng, The Economy of Hong Kong, p. 100.
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the remarks of the clerks of the factory under study. Although pay
cannot be regarded as the sole criterion of advancement, it is unde-
niably a component. The fact that educational difference is also not
significant in the assessment of the importance of pay has the same
implications. In other words, findings here indicate that rising
education (up to secondary graduate level) is not accompanied by
expectation of higher pay or better advancement opportunities, but
accompanied by expectation of non-manual work. hat is it then
that dis-attracts the more educated ones from manual work, if it
is neither pay nor advancement opportunities? In the following
Chapter, a tentative answer is given, that is, the job-content of
manual work.
The findings that age difference is not significant in the
assessment of the importance of advancement also fall out of the
expectation that young people are usually more advancement-oriented
than the older ones. There are two possible explanations here:
young people in Hong Kong are of here and now interest, thinking
more in terms of present happiness and pleasure rather than future
plans and so on. Some of the young workers once told the researcher
that they started work at a very early age, not because parents
wanted them to work nor were they deficient of education opportuni-
ties. It was because they wanted immediate gratification in terms
of earnings. Another possible explanation is that young workers
enter the work institution for one reason or another, and the lacking
of advancement opportunities provided by the institution reinforced
their non-desire for advancement. These two possible explanations
seem to suggest a hen or egg problem, which is impossible to solve
here. Neither are the explanations conclusive and further research
is thereby required to give a more positive answer.
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CHAPTEREIGHT
THE IMPORTANCEOF THE JOB DIMENSIONS
OF JOB CONTENT
The four dimensions of job-content within the scope of this
study are scope for learning, responsibility, initiative, and
variety. Rather out of expectation, the findings reveal that
job-content is not that unimportant, although the respondents are
still chiefly job-context oriented. Firstly, none of the four
dimensions has a negative mean score secondly, scope for learning
and responsibility have rather high ranks thirdly, although
initiative and variety are ranked low, they are regarded as
important by the more educated and in the case of variety by male
respondents as well.
The above indicate very interesting findings that definitel
have their implications for relevant social policy issues. As
responsibility and scope for learning share the same rank, they
will be discussed under the same sub-heading. As initiative and
variety both have similar policy implications, they are discussed
under another sub-heading.
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I. Scope for Learning and Responsibility
1. Findings
The findings shown in Table 6.1 of Chapter Six have already
revealed that scope for learning and responsibility both share
the fifth rank among the fifteen job-dimensions, each with a mean
score of 1.23. From Tables 8.1.1 to 8.1.8 of this Chapter, it can
be seen that the percentage of respondents who think that these
two job-dimensions are important is 85 per cent in both cases. The
same tables also show high percentages in all the important cells
and that no significant differences at the five per cent level are
found when respondents are classified by the two dimensions' degrees
of importance and the four variables sex, age, education and skill
respectively. In, other words, sex, age, education and skill do
not affect the assessment in both dimensions. It can also be said
that the majority of respondents think that these two dimensions
are important, irrespective of their age, sex, education and skill.
TABLE 8.1.1
RESPONDENTSCLASSIFIED BY IMPORTANCEOF




1 8 13 1000012 92Male
48.5 8.5 47 100439 83Female
7 54 8 100608551Total





Important Uncertain Unimportant Total
Age
No. No. No. No.
2616-20 284 3 10 316 100
21-30 17 285 2010 1 5 100
Over 30 8 89 110 0 1 9 100
4Total 85 851 57 10060






Standard No. No. No.No.
18 1003 1711272Primary 13
254 10014123 92Form 1-3
100171 66188Form 4 or 15
above
100a 607 548551Total





Important Uncertain Unimportant Total
Skill
No. No. No. No.
Skilled 8 100 0 0 0 80 100
43Unskilled 4 883 5 52 1009
4Total 51 85 7 85 60 100
df= 2 not significantChi-square= 1.63
TABLE 8.1.5
RESPONDENTSCLASSIFIED BY IMPORTANCEOF RESPONSIBILITY
AND SEX
Important Uncertain Unimportant Total
Sex
No.No. No.No.
28 15 12 100Male 110 77
Female 4 42 4741 987 100
Total 5 6 103 60 10051 85
not significantdf= 2Chi-square= 0.85
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TABLE 8.1.6
RESPONDENTSCLASSIFIED BY IMPORTANCEOF RESPONSIBILITY
AND AGE
Important Uncertain Unimportant Total
Age
No, No. No, No.
16-20 27 87 2 26.5 6.5 31 100
.-i21-30 18 90 0 0 2C10 100
67Over 30 16 211 22 1009
3Total 8551 5 6 10 60 100
Chi-square= 3.97 df= 4 not significant
TABLE 8.1.7




Standard No No, No No
4Primary 221 672 16 10013
4 2Form 1-3 22 251 888 100
Form 4 or 1 6 0 1716 094 100
above
3Total 551 85 6 10 60 100
df= 4Chi-square= 5.11 not significant
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TABLE 8.1.8





8 10012.57 0 187.5 0Skilled
52 1003 5 944 685Unskilled
10060103 5 68551Total
not significantdf 2Ch _sauare= n.53
2. Discussion
Although there is no satisfaction data to determine whether
respondents are satisfied with these two job dimensions in their
present job, through daily conversation with the workers, sl!pplemen-
tary information may be useful here. Many workers complained of
dullness in the job and many attributed to the limited scope for learninc
in their work. Some also complained of the uneven distribution
of responsibility so that some workers were very busy while others
idled around. Although they ould feel very strained %,.,hen a number
of assembly parts accumulated at their place (this was a sign that
the workers worked at a slower speed than those behind them), yet
when there was time that no v. ork or less work were provided, they
also felt very bored. This sho::s that at fair amount of responsibility
is essential to make one work happily.
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une might assume that there is no way to improve the situation,
especially for the bulk of operatives because the latter's work is
bound to be repetitive with little scope for learning and they are
not required to know more than what they are doing. Regarding
responsibility, only the line-leader, foremen and repairmen are
given heavier responsibility, while little can be done to improve
the responsibility of the bulk of operatives. Such was the view
of the Personnel Officer when he objected to the inclusion of the
satisfaction scale in the questionnaire. He thought nothing
could be done to improve these situations especially regarding the
job-contents of the workers, and hence the questions on satisfaction
would enhance (or rouse up) their discontentment.
However, the point of view of an engineering staff (an
energetic young man who had some working experience in another
larger factory) was somehow different. When asked to comment on
the job content of the workers (especially of the production workers),
he mentioned that in the previous factory he worked for, the girls
were really smart. What he meant was that the female workers there
knew what to do without much instruction and very often they could
even give suggestion for improvement of the work process. When
asked why these girls were so smart, he said it was because there
was a very good system of instruction from the Engineering Depart-
ment so that the girls knew what they were doing and even gave
valuable suggestions. In other words the scope for learning and
amount of responsibility in that factory were presumably better
than the present one under study. Although no empirical data could
be' given about the degree of satisfaction of the workers in both
factories, one could assume fair amount of psychological satisfaction
when someone said one is smart.
Whenasked why he cu d not attempt to introauce tills Kind or
system, the young technician said he was in a too junior position
to suggest any drastic reform (for it would really involve a great
deal of changes in the work system)'. Anyway what this technician
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said clearly indicated that right now in the Hong Kong industrial
setting, there is possibility of improving the job content of
production workers, especially in the responsibility and scope
for learning areas. Much research could be made in these areas,
but of course it depends completely on the initiative of manage-
ment. Most probably the role of research can be played by larger
industrial enterprises where financial and technical resources are
more readily available. The benefit that industrialist can get
from this kind of research is of course faster and better produc-
tion from a smarter workforce. The role of the government here
is more relevantly to be of promotional type, that is , promoting
research in this area through a semi-government agency like the
Hong Kong Productivity Centre, through which co-ordinating with
industrialists is facilitated. Results of research could be
disseminated to other industrialists through the same agency.
However, in order to fulfill the dual purpose of this kind of
research which is to make workers happier in their work thereby
increasing production, co-ordination with social scientists of the
two universities and polytechnic will be most appropriate.
Finally, some comments from the Managing Director of the
Sony Corporation are presented here to give some insights to Hong
Kong industrialists by sharing the successful experience of how
Japanese managers introduce meaningful work in their industrial
plants: Our exploration of new management principles and techniques
led us to the elimination of hierarchical work segmentation in our
plant. In brief, we let workers handle their own jobs. We let them
plan, perform and control their work. Human beings are capable of
achievements that exceed the limits of the imagination..... how can
we fail to appreciate the true courses of the labour shortages and
the absence of needed skills from which we suffer in modern times?
....The situation at the present moment... is such that workers
are expected to work exactly as ordered. Their function is exactly
identical with those of machines so let's call this meaningless
labour....Meaningful work represents responsible and challenging
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assignments in which, driven by their inevitable urge to live, people
set their own goals, establish plans of action to achieve their goals,
implement their plans, and co-ordinate the results. This is the true
form of work for human beings...."152
II. Initiative and Variety
1. Findings
From Table 6.1 of Chapter Six on page 69, it has already been
seen that these two job dimensions are of rather low rank. Initiative
with a mean score of 0.65 is on the twelfth rank, while variety with
a mean score of 0.32 is on the thirteenth. Despite their low ranks,
the percentage of respondents who think: that these dimensions are
important is not that low. It is 65 per cent for initiative and
52 per cent for variety. The percentage who think that initiative
is not important is however only 15 and that for variety is 30 (see
Tables 8.2.1 to 8.2.8). Viewing from these percentages, it can also
be said then that the majority of respondents still think that
initiative and variety are important, only that they may be less
important than the other eleven job dimensions that have higher ranks
in their eyes. However when examining whether the four variables
sex, age, education and skill affect the assessment, the answer will
be slightly altered.
From Tables 8.2.1, 8.2.2 and 8.2.4, it can be seen that there
are more males, more young adults, and more skilled who think that
initiative is important. However the differences are all insignifi-
cant at the five per cent level. On the other hand, from Table 8.2.3,
it can be seen that the more educated respondents (Form four or above
152 Shigeru Kobayashi, Meaningless Labour vs. Meaningful Work,
The Hong Kong Manager, Vol. 14, no. 3 (March, 1978), 16--19.
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have a 100 percentage in the important cell, while those of the
primary education and of the Form one to three standard are 50 per
cent and 60 per cent respectively. The differences here are found to
be significant at the five per cent level. In other words, the more
educated are more likely to regard initiative as important.
TABLE 8.2.1
RESPONDENTSCLASSIFIED BY IMPORTANCEOF INITIATIVE
AND SEX
Important Uncertain Unimportant Total
Sex
No. No. No. No.
11 85Male 1 7.5 1 7.5 13 100
28Female 231160 8 17 47 100
39 2065 12Total 159 10060
Chi-square= 2.83 df= 2 not significant
TABLE 8.2.2





229 31 10016-20 20 6965
421-30 2 2010 20 10014 70
311 100Over 30 33156 95
20 939Total 1 1565 60 100
not significantdf= 4Chi-square= 6.68
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TABLE 8.2.3
RESPONDENTSCLASSIFIED BY IMPORTANCEOF INITIATIVE
AND EDUCATION
Important Uncertain Unimportant TotalEducation
Standard
No. No. No. No.
Primary 9 50 3 17 6 33 18 100
Form 1-3 14 56 8 32 3 12 25 100
Form 4 or
above 16
94 1 6 0 0 17 100
Total 39 65 12 20 9 15 60 100
Chi-square= 13.48 df= 4 p 0.05
TABLE 8.2.4
RESPONDENTSCLASSIFIED BY IMPORTANCEOF INITIATIVE
AND SKILL
Important Uncertain Unimportant Total
Skill
No. No. No. No.
Skilled 6 75 1 12.5 1 12.5 8 100
Unskilled 33 63 11 21 8 15 52 100
Total 39 65 12 20 9 15 60 100
Chi-square= 0.44 df= 2 not significant
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In the case of variety, it is found that more of the over-
thirty group and the unskilled think that it is not important, but
the differences found in both cases are not significant at the five
per cent level (see Tables 8.2.6 and 8.2.8). On the other hand,
more of the males and the educated respondents think that variety
is important, and the differences found in both cases are significant
at the five per cent level (see Tables 8.2.5 and 8.2.7). In other
words, the males and the more educated are more likely than the females
and less educated respondents respectively to consider variety as
important.
TABLE 8.2.5




No.No.No.No. % % %%
0 13 1000819212Male
4721 18 38 10041 10Female 19




RESPONDENTSCLASSIFIED BY IMPORTANCEOF VARIETY
AND AGE
Important Uncertain Unimportant Total
Age
No. No. No. No.
2016-20 3365 5 16 100196
21-30 7 1003 2010 50 15 35
33Over 30 31] 5 56 1001 9
30i8 10031 52 11 18 60Total
df= 4 not significantChi-square= 8.48
TABLE 8.2.7





11 61 18 1003 174 22Primary
4 2524 16 100660Form 1-3 15
3 18 172 12 10070Form 4 or 12
above
P 0.05df= 4Chi-square= 13.7
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TABLE 8.2.8
RESPONDENTSCLASSIFIED BY IMPORTANCEOF VARIETY
AND SKILL
Important Uncertain Unimportant Total
Skill
No.No.No.No.
8 100013 017 87Skilled
35 100521810 1924 46Unskilled
10030 bU18181131 52Total
not significantdf= 2Chi-square= 5.24
2, Discussior
The sex difference in the assessment of the importance of
variety has the following implication: the industrialists who are
looking for females to fill up the vacancies in their factories which
provide jobs with understandably low degree of variety, can put their
heart at ease, because the findings here indicate that females are
less likely to consider the job dimension vareity as important.
However, the fact that variety as well as initiative are
considered important by the more educated workers will surely create
worries for these industrialists, as the workforce in Hong Kong is
getting more educated, especially in the future years to come. In
other words, the education differences in the findings have very
important implications with regard to both education and manpower
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policy. While policy-makers and industrialist can do nothing to
improve job-content in order to satisfy the ascribed attributes (sex
differences), it is of utmost importance with regard to to the
achieved attribute (education differences).
Although there is no data from the questionnaire answers
regarding the degree of satisfaction over these two job-dimensions,
initiative and variety, yet from the researcher's conversation
with the workers during, the three months' field placement in the
factory, the reactions of the more educated workers, especially the
production operatives, were gathered to be highly disatisfied. Many
complained that their work provided limited scope of initiative and
discretion and low degree of variety. Taking this together with
the findings on importance of these two dimensions, it can then
be said that the more educated workers highly value initiative
and variety but the nature of the job could not satisfy them
along these two dimensions. From what the more educated workers
told the researcher, the reason why they chose their present job was
that they were unable to obtain a more desirable job which is
the white collar job. Many treated their present job in the factory
as a transitional one--they either planned to continue their study
after having saved enough money or quit as soon as they found a
better job.
This kind of dislike attitude over industrial work by
the young and educated workforce reflects that the value system
towards work in Hong Kong nowadays is still favouring white-collar
and disfavouring white-collar cork. In a study conducted by the
Labour Department studying the choice of career and further
education by secondary school-leavers, it is found that 63.6 per
cent of the school-leavers intended to change their job in the
near future, and the percentage of those working in industry
(other than clerical) is highest the percentage of those who wish
to change because the job is dull is also highest in this category
of young workers. Moreover the same study reveals that students
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with poorer results in the Certificate of Education Examinations
(that is, either having less than five subjects passed--Group 8,
or that having failed in English--Group C), are more often found in
industry (other than clerical/administration), services and agricul-
ture gnd fishery, while those who have passed five subjects--Group A
--are found in civil service, teaching and nursing, 1531n the factory
under study, most more educated workers that the researcher encountered
belong to Group B or C. Hence the situation is that: this group
of school leavers with unsatisfactory examinations results has formed
the group of more educated workforce inside the factory. The reason
of choosing this job is their inability of getting a more desirable
job. They have now to work in a job that provides less satisfaction
in initiative and variety. At times they envy the white collar
workers working on the upper floor of the factory, but at the same
time they despise their low salary as a kind of reaction formation
attitude. They are lready very frustrated now and in time the
degree of frustration will grow to such an extent that will definitely
be detrimental towards their mental health.
3. Policy Implications
From Table A-6 of Appendix VIII, it can be seen that the edu-
cational attainment of the population in Hong Kong is rising over a
period of fifteen years. In 1961, the total percentage of males and
females of secondary education was 14.1, but it has risen to 29 in
1976. This trend will continue and the rate will even be faster as
the junior secondary education will be free and compulsory by 1980
and the places of senior secondary education increased as mentioned
earlier. Hence there is strong indicator here that as the population
lbJHong Kong, Labour Department, Second Survey Report on the
Choice of Careers and Further Edution by Secondary_ School-Leavers
Hong Kong: Government Printer, June, 1973), pp. 19-20, and p. 14.
is getting more educated, measures to provide them with ample job
opportunities must not be neglected. The present picture of dissa-
tisfied young educated workers is already a warning sign for policy
formulation in this respect.
The Government's conviction of raising the level of education
of the population is seen in the White Paper on Senior secondary and
Tertiary Education, which lay down the target providing for about
60 per cent of the fifteen year old population subsidized senior
secondary places by September, 1981 and for over 70 per cent by
September, 1986.154 The White Paper also expressed the Government's aim
to encourage schools to offer practical and technical subjects and in
most of the new schools, it is envisaged that within a course of
general education, substantial provision for practical and technical
subjects will be made, 155 It is expected therefore with such emphasis
on technical education in the senior secondary education (Form four
to five), many of the Form Five graduates then would enter the indus-
try. It is still too early here to judge such re-designing of school
curriculum and further evaluation research is required especially to
see if such changes will make those who enter the industry less
frustrated. However, what is most lacking is a conscious government
policy to enhance the social standing, mental well-being and self-
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respect of blue-collar and skilled workers.,, Lacking of this policy,
the future picture will not be much different from the present:
there will still be a group of educated (probably senior secondary
school-leavers or even higher) young people who enter the factories
l04 Hong Kong Government, The Development of Senior Secondary
and Tertiary Education (Hong Kong: Government Printer, October, 1978, p.6.
l55'Ibid. p. 11.
156 This is a remark by Mr. Cheong-Leen during a Legislative
Council meeting. He is commenting together with the other Legislative
Councillors, on the Green Paper on Senior Secondary and Tertiary
Education., See NIJhen education poses threat to industry, South China
Morning Post, July 7, 1978, p. 10.
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they fail to compete with others for further education or a socially
more desirable Job,
No doubt the Government has in these few years given consi--
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derable efforts to achieve mass education, -yet an educationalist
criticised that the approach has chiefly been based on Hong Kong's
need for cheap labour in Indus try.158The remark sounds emotional but
on analysing the relationship between manpower policy of the Govern-
ment and the needs of the industry, the statement seems justified.
In response to Protectionism, the Advisory Committee on Diversifica-
tion chaired by the Financial Secretary has been formed, and it will
present to the governor before the end of 1979 reports which include
the amount of industrial education and training in consideration for
policies to facilitate diversification of industry*.59On the other
hand, the White Paper on Senior and Tertiary Education published
in October, 1978, has already specifically declared that adequate
numbers of qualified people should be available to meet the needs
of the diversified, technologically sophisticated industries that
Hong Kong hopes to attract and a relative increase in their numbers
[qualified people] could encourage graduates to accept employment
in jobs which though less remunerative, are socially beneficial. 160
157 A term used by P.D. Reynolds, Senior Lecturer, School of Edu-
cation, University of Hong Kong, in an article Where education bears
the $ sign, South China Morning Post, 15 November, 1978, p. 2. For
a more comprehensive critical analysis of the White Paper on Education
(1978), see Reynolds other three articles of a four-part series in
South China Morning Post. November 6, 11, 13, 1978.
158 fee Paper on education 'based on cheap labour', South China
Morning Post, October 30, 1978, p. 9, which reports a programme in
radio that commented on the White Paper on Education (1978).
159 See Address by the Governor, 11-October , 1978, para. 55-59
and The 1979-1980 Budget Speech by the Financial Secretary (Hong Kong:
Government Printer. February 28. 19791. para. 128.
160 Hong Kong Government, White Paper on Education (1978),
para. 3-6.
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In other words, the aim is to produce sufficient number of
technologically qualified people so that the cost on future labour
will not grow too fast due to the rising demand. This approach
is exactly what Simpson called one of making dubious manpower
forecasts and then attempting to match these with education deve-
lopment, and he also pointed out that the proper approach to edu-
cation planning in relation to demand and supply of manpower is
one of stimulating the growth of industries that could make full
use of well-educated oeonle. 161
On the other hand, as Cheng pointed out, for many present
industries such as electronics, which still expect to grow in future,
and where skill is not as important as eyesight, quick reactions and
caution, young females who possess these attributes are in great
162demand16 However, with the growth in education (especially with
wider knowledge in technical subjects), the labour force will be
seeking for occupation which requires greater ability and of higher
social status. If technology-intensive industry does not grow as
fast and while a great proportion of industry will still be labour-
intensive, the expectation of the White Paper on Education will
become a reality. Graduates will have to accept less remunerative
though socially beneficial jobs, the situation which present
secondary school-leavers are in by accepting the less renumberative
but socially more desirable white collar jobs. At the same time
unskilled blue collar workers will still be in shortage, and those
with a little bit of technical knowledge obtained from secondary
education might also need to work as unskilled blue collar workers
in the factory. Frustrated workforce will be created both in the
technical and non-technical field. In time, social costs are even-
tually borne by the community in forms of poorer mental hdalth,
lacking of ideology and commitment in work, social unrests...
161R.F. Simpson, Background to Educational Planning Series:
Manpower and Enployment problems (Hong Kong: Hong Kong Council for
Educational Research, Department of Education, University of Hong Kong,
1966), p, 19.
162 Chen The Economy of Hon Kong, p. 158.
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Thus, it is time not only to see how to meet the industry's
needs but how to meet the educated workers' needs. As Simpson puts
it, if the education acquired has relevance for future developments
in the industry.....it is essential that industry would not appear a
'dead-end' job if it is to attract and hold the educated youngster. 163
163Simpson, Manpower and Employment Problems, p. 19.
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CHAPTERNINE
THE IMPORTANCEOF THE PROCEDURALDIMENSION
AND METHODSOF PARTICIPATION
The fact that a low percentage of workers in Hong Kong are
members of trade-unions164and that previous research found there
was...little enthusiasm for collective action to improve their
[workers'] conditions,165may lead to the conclusion that Hong Kong
workers are apathetic towards participation in improving their
working conditions or bettering their welfare. The findings of
this study suggest re-consideration of the conclusive statement,
Although participation is ranked low among the fifteen job-
dimensions, most workers are willing to participate in one way or
another (willingness is influenced by age and education). In this
chapter, findings on the importance and methods of participation
will first be presented and discussed. Then their implications
for present labour relations policy will be made, concluding with
suggestions for future methods of participation.
164 See Hong Kong, Labour Department, Annual Report, 1977, p. 15:
At the end of the year, 372 trade unions were on the register with
a declared membership of 404,325 which represents about 25 per cent
of the estimated total number of all salaried employees and wage
earners.
165Chaney," Job Satisfaction and Unionization, p. 267.
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I. Importance of Participation
1. Findings
From Table 6.1 of Chapter Six on page 69, it can be seen that
the mean score of participation is rather low--0.67--rendering it
the eleventh rank among the fifteen job-dimensions. When comparing
its mean score with those of job-context and job-content, it
is also found that it is also behind them (see Figure 1 on page 71).
However, it cannot be concluded here that respondents think that
this job dimension is unimportant. Firstly, its mean score being
0.67 is within the range of uncertainty to importance. Secondly,
when examining the percentage of respondents that regard it as
important (comprising the quite important and very important
categories), which is 67 (see Tables 9.1.1, 9.1.2, 9.1.3 and 9.1.4
on the next two pages), it can be said that the majority still
think it is important. Only 18 per cent of the respondents think
that it is unimportant and 15 per cent are uncertain. Thirdly,
the distributions are not affected by sex, age, education and skill,
as no significant differences at the five per cent level are found
when respondents are classified by these four variables respectively
with the assessment of importance (see Tables 9.1.1 to 9.1.4).
Besides, the majority of respondents still fall into the important
cells even when they are subcategorized by sex, age, education
and skill. Hence it can be said that most of the respondents think
that participation is important, irrespective of their sex, age,
education and skill, only that the dimension is considered less
important than ten other job dimensions.
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TABLE 9.1.1
RESPONDENTSCLASSIFIED BY IMPORTANCEOF PARTICIPATION
AND SEX
Important Uncertain Unimportant Total
Sex
No. No. No. No.
8 2Male 10 77 1 15 13 100
Female 30 64 8 17 47 1009 19
40 15 1167 9 18 10060Total
df= 2 not significantChi-sauare= 0.93
TABLE 9.1.2
RESPONDENTSCLASSIFIED BY IMPORTANCEOF PARTICIPATION
ANDAGE
Important Uncertain Unimportant Total
Age
No. No. No.No.
22 3 3110 10021 76816-20
30 202 10 6 10021-30 12 60
2 220Over 30 9 1007 78 0
not significantdf= 4Chi-square= 6.00
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TABLE 9.1.3
RESPONDENTSCLASSIFIED BY IMPORTANCEOF PARTICIPATION
AND EDUCATION
Important Uncertain Unimportant Total
Education
Standard No. No. No. No.
Primary 2272 413 1 6 18 100
15Form 1-3 460 16 246 25 100
170 4 24Form 4 or 12 6 17 100
above
40 15 1867 9 11 60Total 100
Chi-square= 4.17 df= 4 not significant
TABLE 9.1.4
RESPONDENTSCLASSIFIED BY IMPORTANCEOF PARTICIPATION
ANDSKILL
Important Uncertain Unimportant Total
Skill
No. No. No.No.
12.5 1 12.5 8Skilled 75 1 1006
2034 1015 528 10065Unskilled
1140 15 18 60 10067 9Total
not significantdf= 2Chi-square= 0.31
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2. Discussion
It is not difficult to explain the reason of the low score
of participation when comparing with other job dimensions. It
has already been pointed out in Chapter Three about the lagging
behind of the procedural dimension in Hong Kong and reasons of the
sluggishness of labour movement in terms of trade unionism will
be discussed in details in the latter part of this chapter. For
present purpose, it is sufficient here to note this attitude of
respondents in a work context (both within or outside the enter-
prise) where workers' participation has never been promoted. To
most workers, participation is an unfamilar concept, and many
do not even have any experience of participation at all. Even
if they have (such as being consulted in the form of opinion
survey about their working time and possible changes by manage-
ment,as in the case of this factory under study), they could
hardly recognise it being a form of participation, due to the
low degree of impact on decision-making. Hence, when comparing
with other job dimensions such as safety, pay and so on, that
are substantive elements which they are more familiar with,
they could hardly realize the procedural measures of improving
these substantive elements. In other words their social learning
process has been deficient in the procedural aspects. To unlearn
these experiences, the workers need much education (in the aspects
of participation), and promotional efforts (by government,
employers and labour movement organizers like the Labour Legislation
Action Committee).
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II. Methods of Participation
1. Findings
When asked wnicn method they prefer to participate in
bettering their welfare or improving their work system, the majority
(47 per cent) prefer electing others to be representatives on
joint-consultative board (if any) 15 per cent would join trade-
union (if there is one) 12 per cent would become representatives
(if elected) on the joint-consultative board 27 per cent would
not take any action (see Table 9.2.1.
TABLE9.2.1
RESPONDENTSCLASSIFIED BY METHODSOF PARTICIPATION
Methods No. %
Would join trade union 9 15
Would become representatives of joint-
consultative board, if elected
7 12and if there is such a board
in the factory
Would elect others to be representatives
on the joint-consultative board 26 47if there is such a board in the
factorv
Would do nothing 16 27
Other methods 0 0
Total 60 101*
Notes: *The total percentage here-is more than 100 because of
the rounding up of the numbers to the nearest whole
numbers.
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Thus, only a very small minority will not participate in
any of the above methods even when chances are given them. This
group represents 27 per cent of the respondents. What are the
reasons then leading to non-participation? From Table 9.2.2, it
can be seen that of the 16 respondents who would not participate,
44 per cent prefer choosing other jobs instead of doing anything
in bettering their welfare or improving their working conditions
19 per cent think that the above methods (trade-unionism, and joint
consultative board) are useless in achieving the purpose 13 per
cent fear that the employer would be unhappy if they resort to any
action in bettering their welfare 19 per cent attribute the
reason of not participating to that they are not interested in
things like welfare 19 per cent choose the category others




The mentioned methods (i.e. joining
3 19trade-union or joint-consultative
board) are useless
2 13Fear that employer would be unhappy
Not interested in welfare or benefits
3 19
related to the job
Preferred choosing other jobs with
447better welfare services or
work systems
Other reasons (i.e. being ignorant,




The above findings on methods of participation have the
following implications: Firstly, very few workers would not
participate if they are given the chance. Secondly, trade-unionism
is still not preferred by most workers. Thirdly, most workers
prefer to participate at the enterprise level. Fourthly, very
few are willing to become leaders (or think they have the attribute)
in labour movement. Hence despite the fact that trade-unionism
is not preferred (for many reasons to be discussed later), the
findings on willingness to participate at the enterprise level are
indeed important in their implications on future labour relations
policy. It is indicated here that if future workers' participation
is to be promoted, participation at the enterprise level will be
most appropriate in terms of workers' preference. In the latter
part of this chapter, efforts will be made to discuss the possibi-
lity of development in this respect. A new form of participation
which is probably still in absence in Hong Kong, is also suggested
for consideration of development.
About the reasons of non--participation, it is interesting to
note that most attribute to the reason of preferring to look for
another job. This confirms what has been mentioned earlier in Chapter
Three that the relatively less number of industrial conflicts is
due to the ease in job-changing due to the opening of more job
opportunities and proximity of physical settings of the factories.
This ease in job-changing therefore often leads to workers quitting
their job whenever disatisfaction arises. Thus direct confrontation
is avoided and the protest is mainly in the form of quitting. Of
course this also explains the lagging behind of labour movement in
Hong Kong.
The low percentage of respondents who would not participate
due to fear that employer would be unhappy indicates that workplace
relationship between employer and employee has definitely changed.
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As England and Rear said, ...under the pressures of organizational
growth, full employment, and legal enactment, the autocratic beha-
166
viour of the larger industrialists has been modified. i it also
reflects that Hong Kong workers are less submissive nowadays and
are more willing to struggle for their rights and benefits due to
rising level of education, 167
The low percentage who think that the methods of participation
are useless also shows that if promoted, certain methods of parti-
cipation will win the trust of the workers. The low percentage who
are not interested in bettering their welfare also shows that the
workers are not that apathetic.
III. Willingness to Participate
1. Findings
The above findings on methods of participation have already
indicated that -majority of the respondents are willing to partici-
pate in one way or another. The next concern here is to see whether
the extent of willingness is affected by the four variables sex,
age, education and skill. The classification is reduced to do
nothing (the number of respondents who would not take part in any
method of participation) and do something (comprising of all the
166. England and Rear, Chinese Labour under British Rule, p. 276.
167 This is one of the reasons mentioned to couter-attack the
complaints by industrialists of the poor work attitude of Hong Kong
workers of today as.compared to the former work attitude of workers
of yesterday. See Hong Kong Economic Journal (a Chinese newspaper),
December 26, 1978, p. 1.
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three methods mentioned in the questionnaire, i.e. trade-union,
elect others to be representative and become representatives on the
joint-consultative board).
Table 9.3.1 shows there is a slightly higher percentage
of males who do something than the females (85 per cent and 70
per cent respectively), but the differences are not significant
at the five oer cent level.
TABLE 9.3.1








not significantdf= 1Chi-square= 1.08
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On the other hand, Table 9.3.2 shows that there is an obvious
difference in the distribution by age. It can be seen here that
81 per cent of the sixteen to twenty age group, and 80 per cent of
the twenty-one to thirty age group would do something, while
only 33 per cent of those over thirty are willing to participate.
The differences here are significant at the five per cent level.
It can be said here that willingness to participate decreases
with age.
TABLE 9.3.2
RESPONDENTSCLASSIFIED BY AGE AND
WILLINGNESS TO PARTICIPATE
Age
Do nothing Do something Total
No. % No. % No. %
16-20 6 19 25 81 31 100
21-30 4 20 16 80 20 100
Over 30 6 67
3 33 9 100
Total 16 27 44 73 60 100
Chi-square= 8.67 df= 2 p<0.05
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The distribution by education also shows an increase in
participation with higher level of education--56 per cent of the
primary school standard, 76 per cent of the Form one to three
level and 88 per cent of the Form four or above would do something.
The differences however are only significant at 10 per cent level
and are not significant at five per cent level. This indicates
some reservations are required with the saying that the more educated








25 10019 7624Form 1-3 6
88 17 10015122Form 4 or
above
44 73 60 10027Total 16
df= 2 Not significant at 0.05Chi-square= 4.93
P<0.10
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The classification by skill and willingness to participate
shows a slightly higher percentage in the skilled (87 per cent)
than the unskilled (71 per cent) who would do something. Again
this difference is found to be insignificant at the five per cent
level. (see Table 9.3.4)
TABLE 9.3.4








not significantdf= 1Chi-square= 0.94
Finally, efforts are made here to see if there is any rela-
tionship between the assessment of importance of participation
and the degree of willingness to participate. From Table 9.3.5,
it can be seen that'of the 44 respondents who would do something,
75 per cent regarding participation as important, 11 per cent are
uncertain and 14 per cent think it is unimportant. Of the 16
respondents who would do nothing., only 43 per cent regard parti-
cipation as important, 25 per cent are uncertain and 31 per cent
think it is not important. The distribution is not significant
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at the five per cent level though it is significant at the 10 per
cent level. This means the statement that those who regard parti-
cipation as important are more likely to participate must be made
with some reservations.
TABLE 9.3.5
RESPONDENTSCLASSIFIED BY WILLINGNESS TO PARTICIPATE
AND IMPORTANCEOF PARTICIPATION
Important Uncertain Unimportant TotalWillingness
to
Participate No. % No. % No. % No. %
Do something 33 75 5 11 6 14 44 100
Do nothing 7 43 4 25 5 31 16 100
Chi-square= 5.17 df= 2 not significant
2. Discussion
The findings showing that no significant sex difference is
found in the extent of willingness to participate, are quite
contrary to the assumption by Cheng that the increase in the number
of female workers in industry is one of the reasons leading to the
sluggishness of trade-unionism 168 Although his allegation that
168 Cheng, The Economyof Hong Kong, p. 285,
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female workers are normally not interested in union-activity cannot
be tested upon, the findings at least indicate that female workers
are interested in some forms of participation as the males are.
The findings that young workers are more likely to be willing
to participate in securing benefits and welfare for themselves than
the older workers, coincide with the researcher's early postulation that
the 1980's are faced with a new generation of workforce whose attitude
and expectation will be different from the older generation of workers.
In time, when these young workers get older, they will probably form
the basis of a kind of new working ideology which naturally includes
the need for workers' participation. However this is only another
postulation of the researcher which cannot be verified in this study.
There is also probability that workers' attitude also changes over
time, and by the time they are older they will behave like their
parents. However, as education is found here (though with reserva-
tion) to affect the extent of willingness to participate too, the
fact that the younger workforce is getting more and more educated
may become a factor hindering these young workers to behave like
their parents when they also get old.
The fact that the distribution is also not arrectea oy
skill together with the above findings lead to the conclusion that
when people participate (or not participate), it is more likely due
to their age or education, and less likely because of their sex or
whether they are skilled or unskilled.
The findings on the other hand that those who think parti
cipgtion is important will be more likely but with some reservations
here) to be willing to participate indicate the need,as said before,
of educating the workers whose concept on participation is still
vague and unclear that influences their value on participation,
thereby affecting their willingness to participate as well.
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IV. Implications For Trade-unionism as a
Method of Workers' Participation
in Honct Kona
The above findings have already indicated the unwillingness
of respondents of taking part in trade-union movement. This coin-
cides with the pattern of under-development of trade-unionism in
Hong Kong, thus giving implications that trade-unionism which serves
as a powerful spokesman for the welfare and benefits of workers in
most industrialised countries, will still be a very weak method of
workers' participation in the Hong Kong setting. What are then the
reasons accounting for the under-development of trade-unionism?
One important reason is the politicalization of trade-unions.
As at December 31, 1977, of the 313 employees' union registered, 67
were affiliated with the Hong Kong Federation of Trade Unions (FTU),
and 29 were friendly unions, with a declared membership of 228,313
and 69,166 respectively. These are Left Wing or Communist unions.
The Right-Wing or Kuomingtang unions affiliated with the Hong Kong
and Kowloon Trade Unions Council (TUC), and as at December 31, 1977,
there were 77 affiliated unions and 9 friendly unions with a
169declared membership of 33,749 and 4,744 respectively. This feature
of politicalization weakens the power of collective bargaining as
these rival ideologies had split the workers' unions into mutually
opposed and irreconciliable camps and some workers are afraid to
join trade unions due to reluctance to involve in prominant political
adhesions 170 As England puts it, For trade unions to be involved in
politics is usual. But in Hong Kong, this political involvement has
169 unr,rt lebour Department, Annual Report, .1977, p. luu.
170To Sau. Hong , Hong Kong: Industrial Relations--retrospect
and prospect,. in. International. Labour Office, Labour ManagementRela-
tions Series: Industrial Relations in Asia (Geneva: .International
Labour Office, 1976). p. 65 also see Cheng, The Economy of Hong Kong,
pp. 286-288.
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little to do with Hong Kong: it is part of a wider struggle in
171
which the Colony has only symbolic importance, and there is no
doubt that the unions' political characteristic is repellent to
a labour force which contains a high proportion of political refu-
gees who have no wish for further entanglements, 172
However in the 1970's there has been a sharp increase of
politically uncommitted unions, consisting mainly of white-collar
workers in the community, social and personal services. Of the
131 trade unions of this category, 91 were registered in the 1970's.
Of the ten trade unions registered in 1977, nine were civil-servants'
unions belonging to this politically uncommitted category. These
unions with a total declared membership of 68,353 as at December 31,
1977, are oriented in collective bargaining, unlike the politically
oriented trade unions whose primary functions are providing welfare
and recreational activities to the members, without focusing upon
conditions of employment 173 In a pilot survey of non-communist trade-
union secretaries held in December to January, 1968 to 1969, Englan
found that when trade-union secretaries were asked to rank stated
trade-union aims, higher wages and better working conditions very
clearly came first, but when asked which duties took up most of their
174time negotiating with employees came sixth. This clearly indicates
the functions of these politically oriented trade-unions are not
likely to lead the members to negotiate or go into conflict with
employers in collective bargaining.
171Joe England, Industrial Relations in Hong Kong, in Hong
Kong: the Industrial Colony, ed. by Keith Hopkins (Hong Kong:
Oxford University Press, 1971) , p. 240.
172England and Rear, Chinese Labour under British Rule, p. 99.
173 Figures are obtained from Hong Kong, Labour Department,
Annual Report, 1977, and Cheng, The Economy of Hong Kong, p. 286
174England, Industrial Relations in Hong Kong, pp. 246--247.
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Politicalization however is not the only reason leading
to sluggish growth of trade-unionism in Hong Kong. The trade-
union legislation which encourages fragmentation and exclusive-
ness also weakens the strength of the labour movement. The regu-
lation that the minimum number of people required for the formation
of a trade union being seven, can result in allowing irresponsible
registration to be made. Moreover, the Trade Union Registration
Ordinance, 1961, restricts membership of a trade union to those
habitually engaged or employed in the relevant industry, making
it necessary to specify in a union's rules the industry in which
it intends to recruit members. Consequently there is proliferation
of workers' unions not only based on craft, industry and occupation,
but also based. on geographical location, employer or place of origin
and dialect in China. All these segmentations and partitioning
help to weaken the strength of organized labour, 175
Another factor is the weak administration in most trade-unions.
In England's survey of trade-union secretaries, it was found that
many trade-unions relinguish all secretarial duties to paid clerks
(many office-bearers of trade-unions are illiterate), who sometimes
worked for several unions. As a result, the emphasis is only upon
administration of existing arrangements rather than expansion of
union activities. Moreover turnover rate of secretaries in the trade-
uninns is hinh thus weakening union administration. 176
Further more, there are oranizational problems clue to great
number of small industrial enterprises, where relationship between
workers and employers is informal and close, and employers' ability
175See Cheng, The Economy of Hong Kong, p. 287 and England,
Industrial Relations in Hong Kong, p. 241.
176England, Industrial Relations in t-iong Kong, "pp.242-
243.
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to offer higher wages is limited. Hence the workers are very unlikely
177to organize themselves.
Finally it is the high mobility of workers especially in the
relatively new industry such as electronics, that is responsible for
organizarional difficulties hindering the formation of trade-unions
in the industry. As already mentioned several times in this study,
the tight labour market situation results in that workers can
easily change jobs when their present jobs are unsatisfactory. This
has been confirmed by the findings of this study that those who would
not participate are majorly those who prefer changing jobs whenever
working conditions are unsatisfactory.
Trade-unionism in Hong Kong is not only weak in playing the
role of collective bargaining, their participation in public policy
making is also negligible. Theoretically, trade-unions could express
their views to the Government through the Labour Advisory Board which
includes four representatives of employers and an equal number of
employees' representatives. However this Board has no direct influence
over policy-making as the highest authority in formulating government
policies still rests with the Executive and Legislative Council on
which employees are not represented. Trade-unions' response to this
Board is also rather negative. The Hong Kong Federation of Trade Unions
so far was not willing to nominate members for seats on the Board.178
On the other hand, the Hong Kong and Kowloon Trades Union Council which
represent about 8 per cent of workers in Hong Kong, can hardly repre-
sent the voice of workers at the Labour Advisory Board.
177Cheng, The Economy of Hong Kon , p.289
178To. Hong Kong: industrial relations, p, 67.
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V. Implications For Joint-Consultative Committee
as a Method of Workers' Participation
in Hong Kona
While trade-unionism is not and will not be the favoured
forms of participation of workers in Hong Kong, especially in the
new manufacturing industry such as the electronics, the findings
of this study reveal that participation at the enterprise level
such as through the joint-consultative committee is most favoured
by the majority of respondents, though this method is only in its
infantile stage of development in Hong Kong.
The function of joint-consultative committee is to bridge
the communication gap between management and labour and to lay down
foundations for establishing collective bargaining. The Labour
Department has tried to promote such in the past years in local
enterprises but the results were not too successful. The spokesman
of the Labour Department claimed that the response is encouraging
but it is found that most employers and employees prefer informal
joint-consultation to formal consultation because the former is
179
more flexible and requires much less paper work.- By the end of
1977, the Labour Department only recorded fifty-four formal joint-
consultative committees in twenty-five establishments. The reason
for the small number despite Labour Department's promotion is due to
employers' hesitation or reluctance to accept this method as a means
180
of bridging communication gap between management and workers,
During the researcher's field placement in the factory under
study, it was found that the Managing Director was really very eager to
bridge this communication gap especially through the researcher's role
179 To, Hong. Kong: industrial relations, pp. 65-66.
1801Hong Kong, Labour Department, Annual Report, 1977, p. 16.
184
as social worker. During that time, the researcher had channelled
workers' desires, needs and grievances to management for conside-
ration of improvement and changes. Examples are workers' complaints
of lacking of medical services, the poor quality of tea provided
before over-time work commenced, the chaotic situation during lunch-
time and after work due to the prohibition by management of workers
in using the staircase and depending on three lifts only for exits,
the sudden cessation of supply of tissues to the workers, the lacking
of efficient incremental wage system and so on. The Managing Director
who was very anxious to stabilise the workforce and decrease labour
turnover, took immediate measures in dealing with these complaints.
The workers became satisfied and the Managing Director was also
happy because he came to know what the workers needed. He even
thought of appointing a worker to act as liaison person between
management and workers. However when the researcher proposed setting up
a joint consultative committee, he hesitated. He said if there was
such a committee, he would prefer appointing worker representatives
rather than letting the workers to elect among themselves. His
fear was the creation of powerful leaders that would eventually be
detrimental to the enterprise.
This is perhaps the attitude of most of the employers in
Hong Kong. As the Labour Department Report has said, the Managing
Director prefers informal consultation rather than formal ones.
However the reason of too much paper-work is doubtful. Fear of power-
ful worker leadership is perhaps the basic reason. Yet, these
employers, including the one of the factory under study, have failed
to realize management's gain if workers' co-operation and understanding
are enhanced thereby indirectly achieving higher productivity.
However joint-consultative committee is surely not heaven.
From a prominant person taking part in a lot of labour movement
activities in Hong Kong, it was learned that workers' participation
was very limited in these joint-consultative committee already set
up in industrial enterprises, especially that bargaining of wages
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was not allowed for discussion in the committee meetings. It is
indeed an interesting area for future research if researchers
are allowed to sit on one of these joint-consultative committees
and see how it works. Without such evaluation efforts, little
can be ascertained about the extent of workers' participation in
the joint-consultative committees.
However the view held here is that the promotion of joint-
consultative committee will at least stimulate and sensitize
workers' participatory need so that experience of participation is
thereby acquired, forming a base for further development of workers'
participation at the enterprise level. The first necessary step
to be taken is surely further efforts by the labour officers to
convince more employers or managers of forming joint-consultative
committees in their industrial establishments.
ill. Proposal of Direct Forms of
Workers' Participation
Trade--unionism and joint-consultative committee as discussed
above are forms of indirect workers' participation, either at the
trade or enterprise level. On the other hand, direct forms of workers'
participation which are being promoted in industrialised societies,
are still absent in Hong Kong. Direct forms of participation are
proposed here, chiefly due to implications from the findings of the
study. Firstly, 67 per cent of the respondents think that partici-
pation is important to them. Secondly, two job-dimensions of job-
content, that is scope for learning and responsibility are very
highly ranked, overtaking even pay, job-security and welfare.
Thirdly, the other two dimensions-of job-content, initiative and
variety are considered important by high percentages of educated
respondents. Fourthly, relationship with supervisor and relation-
ship with co-workers, characterizing social relationship in the
enterprise, have rather high ranks among the dimensions, overtaking pay
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"job-security and welfare. For these reasons, the need is
indicated here of introducing some direct forms of participation by
workers at the enterprise level, with focus more on the intrinsic
work aspects like the degree of variety, autonomy in work and the
character.of the social relationship. 181
Examples of direct forms of participation are:
(1) Expanding individual workers' responsibilities, through flatter
organizational structures, redesign of the work organization,
so that workers themselves can make decisions regarding work
and/or work conditions which were previously made for them
(2) introduction of semi-autonomous work groups with considerable
group responsibility for task execution, ordering of raw materials,
quality control and so on
(3) more participative management styles--so that subordinates can
have an input in the decision-making, In the factory under study, the
researcher noticed that most foremen and line-leaders were
rather authoritative while line-workers were expected to be
submissive to demand and order of the supervisor. While this
may not happen in small factories, in larger factories with more
bureaucratic features, more participative management styles are
recommended.
(4) Organizing work, group meetings to discuss problems directly
related to production and also issues like safety and health
condition, or other issues related to working condition, amenities
and welfare.182
181 Studies in industrialised societies show that the proportion
of workers interested in personally influencing decisions directly
related to their own work situation is substantially high. See OECD,
lworkers' Particioation, J. 45.
182 Ibid. p. 35,
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Though the above suggestions may not be relevant in small
enterprises where workers' participation may be enhanced through
informal discussion and consultation, yet about 3,289 enterprises
(each with fifty or more persons employed) employing more than
65 per cent of the workforce should consider these suggestions. 183
A report by Dronkers, Director of Personnel, Industrial
Relations of NV. Philips' Gloeilampenfabrieken (the Netherlands)
on efforts made by the enterprise aiming at workers' participation
at the job level may help to give some insight into how such
could be carried out in practice. The objective of such social
policy development is directed towards improving the quality of
working life, with two sub-objectives: increasing the involvement
of employees in their work and work situation, creating more room
for individual development and the utilisation of capacities and
making visible the way in which that influence is exercised by
creating openness with regard to systems, procedure and policy.
One of the experiments concerning work structuring and organisation
development is autonomous working group conducted in Blackburn,
United Kingdom in 1971. The small team-work approach was used in
which six girls volunteered for the experiment. The task was the
manufacture of that particular assembly stage. The decisions as
to how the remaining tasks were to be carried out were by the girls
themselves. Results found that there had been a significant increase
in the girls' commitment in work and improvement in their overall
performance. Experiments concerning work-structuring and work
consultation were also carried out in Philips' establishments, such
as: Transformer assembly (50 people), assembly of small electric
motors (350 people), manufacture of semi-conductor devices (300
people) , assembly for units for telephone exchanges (65 people), industrial
183Source of statistics: Hong Kong, Census and Statistics
Department, Hon Kong Annual Digest of Statistics, 1978 edition
(Hong Kong: Government Printer, 1978), p. 62.
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medical services (29 people).184
The above shows that the number of people involved in
such experiments can be as small as 29 and 50. Hence experiments
can be considered to carry out even in small firms provided that
there is financial resource. However, such experiments related
to improvement of job-content and workers' participation are
still remote from the minds of policy-makers and industrialists
in Hong Kong. Yet in view of the findings of this study, and
the comment of the technician concerning work structuring (see
Chapter Eight), the researcher could see the possibility of direct
forms of workers' participation being carried out in the Hong
Kong setting. Much research will be required in this area, though.
Probably, it is now already time for the industrialists to be
awakened, and to think along this line in order to keep their
young and educated workforce happy and more stable in their jobs.
VII...Conclusive Remarks on Workers'
Participation in Hong Kong
The low mean score of participation as compared to
job-context and job-content must be seen in a work context
where participation of workers has never been promoted both by
government policy and at the enterprise level. The findings have
therefore indicated the deficiency of the procedural aspects throughout
the social learning process of the workers in Hong Kong. While
trade-unionism is not preferred by the respondents as an effective
method of workers' participation in Hong Kong, the many hindering
factors responsible for the under-development of trade-unionism
in the past will likely to persist in the near future. Thus trade-
184P.L. Dronkers, Labour Management co-operation for produc-
tivity and Job-satisfaction, in OECD, Prospects for labour-man22-e-
ment, pp. 223-245.
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unionism as a means of enhancing workers' participation in Hong
Kong will still have a long way to go. On the other hand, the
findings also indicate respondents' interests in participation at
the enterprise level, through the joint-consultative committee.
This is therefore an indicator of the need to promote workers'
participation at the enterprise level. Further promotion by the
Government and further research into the functions of present
joint-consultative committees are thereby essential. Other
findings indicating young and educated workers are more likely
to participate have the following implications as Dufty puts it:
the area most in need of investigation is the influence of social
sub-systems on the industrial relations systems. Informed comments
on recent changes in labour/management relations has attributed
much of this to the influence of younger workers...As the younger
age group are not only better educated in the sense of having had
more years of formal education, but also educated in a significant
way different from the older generation, this also needs investi-
gation.185 Hence as the workforce in Hong Kong is getting younger
(not only in terms of age but in terms of a new generation)and
more educated, participation of workers must not be slighted upon.
Disregarding this element, the past peaceful picture in labour
relations will be disturbed and societal unrests due to frustrated
youth are possible.
To conclude this Chapter, an attempt is made here to
illustrate how participation of workers can be promoted at the
enterprise level, both in indirect and direct forms. Some of the
ideas are adopted from Varadan, manager of a big company in India, 186
185 Norman F. Dufty, Changes in Labour-management relations in
the enterprise, p. 122.
15bM.S.S. Varadan, India: industrial relations--retrospect
and prospect, in International Labour Office, Labour Management
Series, pp. 191-196.
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INCOME MAINTENANCEAND SOCIAL SECURITY
MEASURESFOR WORKERS
During the course of discussion of the findings and analysis
of the job-dimensions in the previous chapters, it has already been
mentioned of some of their implications for social security
measures for workers. Details of such discussion will be made in
this chapter in regard to the relevant measures indicated for improve-
ment or formulation.
The chapter will however begin with presentation and analysis
of the findings on respondents' present and preferred means of income
maintenance, and their attitude towards the government's proposed
insurance scheme, and their implications. Then attention will be
devoted to discussing three social security measures as implications
from findings have indicated their importance and necessity. Firstly,
the prime importance that respondents give to industrial safety
indicate the need for much attention to be paid in improving the
Workmen's Compensation Scheme. Comments on the present scheme will
be discussed. Secondly, the older workers' willingness to work for
longer hours and their being discriminated in the payment methods,
have already indicated the need for income maintenance measure as pen-
sion or retirement scheme. The possibility of such schemes will also
be discussed. Finally, respondents' favourable response towards the
Government's proposed insurance scheme indicates that a contributory
social insurance scheme will be accepted by workers. Comments on
the proposed scheme will also be made to conclude this chapter.
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I. Present and Preferred methods of
Income Maintenance
1. FindingE
When asked what their present means of assistance are if
income is lost through sickness, injury or dismissal, majority (58
per cent) of the respondents indicate savings, and a great number
of them (50 per cent) also indicate relying on family. Only about
2 per cent resort to private insurance, 3 per cent are members of
credit union, and 5 per cent indicate other measures namely: to
borrow money from others, finding other jobs. None would enlist
help from hwei --naturally none of the respondents are members of









53Other means borrowing money or
finding another job)
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The pattern of the above answers varies slightly when res-
pondents are asked: If you have a choice of if you can make
preparations now, what kind of methods will you use to maintain
your living if you are out of job for the same reasons? The percen-
tage of respondents that choose relying on family has shrunk to
18 per cent. Majority still goes to savings but the percentage
has already dropped to 50. There is a slight increase in credit
union--5 per cent, but private insurance has shrunk to 0. The
same happens to hwei which is not preferred by respondents. A










20Government's proposed insurance scheme 12
74Other means (finding other jobs)
10060Total
2. Discussion
The findings on respondents' present means of income-main-
tenance indicate the most commonforms lie in savings and dependence
on family. It reveals the importance of these two measures to workers
when in need. The role that family plays here confirms Williams'
saying that despite industrialization has been taking place in Hong
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Kong which is predominantly a Chinese society, Chinese family is
still operative in acting as a bulwark against misfortune. The
findings here confirm that there is still strong pattern of econo-
mic dependency within the family unit, As Williams puts it, there
is a built-in social security system in the traditional Chinese
family.187
However, when comparing the findings presentea in i ao.ies
10.1.2 and 10.1.1, the decrease in number that choose relying on
family indicates the reluctance of respondents to depend on their
family if they have other means. Again this confirms Williams'
views that whilst the family provides help during an emergency,
the exigencies of the industrial urban life now lived by most people
does not allow of prolonged and continuous help. Once the first
impact of the emergency has been overcome the resources of kin
cannot be stretched to cover any long term needs.188
If family cannot or would not provide long term assistance in
this urban society, where can workers obtain assistance then? While
fifty per cent of the respondents hope that they can depend on
adequate savings, whether their wish can be fulfilled is another
question that needs to answer. During the interview, the researcher
often heard respondents remarked, of course it is good to save if
ability allows. There is no data from this study concerning the
amount of savings of the respondents. However, viewing from the
present picture of consumption (the enemy of saving) in Hong Kong,
it is not difficult to envisage the level of savings of the workers
whose average income is around $1000 or less per month. As England
and Rear puts it, One thing the worker is not likely to do in a
187. Gertrude Williams, Report on the Feasibilit of a Survey
into social welfare provision and allied topics Hong Kong: Govern-
ment Printer, 1966), p. 12.
188 Ibido p. 14,
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modern capitalist society is to lower his aspiration. In such a
society he is urged through the mass media--and by the visions of
other life-styles which they portray--to consume more and more. 189
The recent over-heated economy picture in Hong Kong reflects over-
heated consumption and the seven days' annual leave for workers
is said to have aggravated the consumption craze190In fact, when
the factory under study has changed from six to five days' work a
week, the workers have already indicated worries over the amount they
may spend during the additional day off in addition to the loss of
a day's pay. Hence savings to many workers are wishful thinking.
From the findings, it can also been seen that very low pre-
ference has been given to credit-union, and especially to private
insurance and hwei. The low preferences towards hwei is under-
standable since its lack of legal status has made it known notoriously
for having made many members' loss irretrievable. Credit union on
the other hand has suffered from being not aggressive enough in
recruiting members. In fact, many respondents have not even heard
of the existence of credit unions. As to private insurance, apart
from the lacking of insurance habit which is commonin Chinese
society, the high premium that is required to pay has probably made
private insurance less preferred.
The difference in respondents' attitude towards private and
social insurance on the other hand indicates that despite lacking of
an insurance habit, social insurance will be accepted by workers in
Hong Kong. Their attitude towards the government's proposed scheme
is to be discussed subsequently.
1 'Enaland and Rear, Chinese Labour under dritisn iiu-Le, pe le--.
190 Such has been put forward in a newspaper article discussing
the present employment situation of Hong Kong and the economic
challenges facing the colony in 1979. Savings, not spending, are
the slogans for everybody in Hong Kong in 1979. See Hong Kong Economic
Journal, April 21, 1979, p. 2.
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II. Attitude Towards Government's Proposed
Insurance Scheme
1. Findings
Although only 20 per cent of the respondents choose social
insurance as a means of income maintenance as shown in the above
findings (when other choices of income maintenance are also given),
82 per cent said they will join the Government's proposed scheme.
However, interesting enough, only 23 per cent of the respondents
have previously heard of the scheme.(see Table 10.2.1). On the
Table 10.2.1
RESPONDENTSCLASSIFIED BY WHETHERTHEY HAD HEARDOF THE
GOVERNMENT'SPROPOSEDSCHEMEAND WHETHER
THEY WOULDJOIN THE SCHEME




18Will not join 11829182Scheme
1006077462314Total
Of those who would not join the scheme, 18 per cent said it is
because of the limited scope of the scheme 64 per cent prefer using
other methods and 18 per cent choose other reasons--one respondent
specified it as limited capacity while the other one did not
specify the reason none of the respondents chooses benefits too
little, fear that employer would be unhappy and own chance of
sickness being low (see Table 10.2.2)
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TABLE 10-2-2
REASONSOF UNWILLINGNESSTO JOIN THE GOVERNMENT'S
PROPOSEDINSURANCESCHEME
Reasons No.
Benefits too little 0 0
Fear that employer would be 0 0
unhappy
Own chance of sickness etc. low 0 0
Scope of scheme too limited 2 18




The great discrepancy between the percentage of those wno
choose social insurance in question 21 which asks about the methods
of income maintenance preferred, and those who would join the Govern-
ment's proposed insurance scheme (question number 23 of the question-
naire) can be explained as follows: In question 21, no written
explanations about social insurance are given, and since 77 per cent
of the respondents have not heard of the Government's proposed scheme
(in fact most have not heard of the term social insurance), it is
very unlikely that they will choose social insurance which is unfami-
liar to them. However, when written explanations are given in question
number 22 concerning the proposed scheme, 82 per cent indicated
willingness to join the scheme in the next question.
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That very tew respondents have heard of the Government's
proposed scheme indicates one or both of the following probabilities:
few of the respondents pay attention to news despite large number
do watch television or listen to the radio. The researcher had noticed
that quite a number of workers read newspaper during lunch time
but it was usually the entertainment columns that were attractive
to most of them. Another probability is that the concept of social
insurance is so alien to them that unless a special occasion (like
the interview provided by researcher) is given in which explanations
of social insurance and the Government's scheme are granted, many
have difficulties in accepting the idea.
For the same reasons, when respondents are asked why they
would not join the scheme, very few refer to reasons concerning the
scheme itself (such as benefits too little, scope of scheme too
limited), simply due to ignorance of the details of the scheme and
ignorance of the concept. That none chooses fear that employer
would be unhappy is again another feature typical of workers'
attitude in a tight labour market situation. That none chooses
own chance of sickness etc. being low shows that respondents still
recognize the possibility of risks. Hence measures to protect
workers from these risks will probably be welcomed.
A summary of the findings here concerning means of income
maintenance and social insurance is as follows: majority of the
respondents have to depend on savings and family at present in case
of cessation of income. However if new institution such as social
insurance is introduced, the majority are reluctant to depend on family
though a great proportion still prefer to rely on their own savings.
Despite very few have heard of the Government's proposed insurance
scheme, after having known it through the questionnaire, a high
proportion of respondents indicate their willingness to join the
scheme.
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III. Implications For Social Security Measures
For Workers in Honq Konq
The above findings reveal that most of the respondents have
to resort to savings and family for short-term assistance in
case of loss of income through sickness, injury or unemployment.
On the other hand, from the prime importance given to "industrial
safety by respondents, and the increasing number of industrial
accidents in Hong Kong, the need for income protection is envisaged.
Present labour legislation safeguarding workers' interests by the
Employment Ordinance and the Workmen's Compensation Ordinance can
only provide short-term assistance (and the present provisions are
still far from satisfactory, which is to be discussed in the next
sub-heading), and there is no provision for long term risks such
as invalidity, old age. The findings also reveal that neither
credit union, hwei, or private insurance is considered a
favourite method of income protection. None of these mentioned
methods has involved the contribution of the employers. On the
other hand, the Government's proposed insurance scheme which
involves contribution both from the employer and the employee, is
accepted well by most of the respondents. Hence, dcspite the
scheme has many problems to be solved, it can be seen as the first
step of social insurance for the working population in Hong Kong.
.T he next concern here is to discuss the existing social
security measures for workers (that is, workmen's compensation),
which is related to respondents' prime concern--industrial safety.
Two other possible social security measures measures, that is
pension and the proposed sickness, injury and death insurance
scheme are also discussed subsequently.
1. Workmen's Compensation
Under the Workmen's Compensation Ordinance 1953, all manual
workers irrespective of earnings and non-manual workers earning
HK $5,000 a month or less are covered. In case of temporary disability,
employers have to pay the injured worker periodical payments made at
tyro-thirds of the difference between monthly earnings at the time of
accident, and that after up to twenty-four months. Employers are
also required by amendment to the Ordinance in October, 1977 to be
responsible for reimbursing injured employees for medical expenses
incurred in the treatment of injuries. Medical expenses at $10
per day for out-patient treatment and HK $20 for each day of stay
in the hospital are payable.191 In the case of permanent disability,
employers are required to pay the disabled worker a lump sum not
exceeding HK $80,000 or forty-eight months' earnings, whichever is less.
Where death results from the injury, a lump sum equal to thirty-
six months' earnings or HK$60,000 whichever is less, shall be paid
to the dependents of the dead workman.192
No doubt the Government has in the 1970's, increased the
amount of compensation--the permanent disabled compensation had
been increased from $14,000 before May 1, 1965 and $24,000 after
this date, to $60,000 on January 1, 1970, and to $80,000 on July 1, 1974
the survivors' grant from $10,000 before May 1, 1965, to $18,000
after this date, and to $45,000 on January 1, 1970, and $60,000 on
July 1, 1974--and the amendments obligating the employer to pay the
medical expenses was also passed in 1977, However, there is one
very important issue which made the employees still not protected
completely--the employers are not required by law to insure with
insurance carriers. According to the Labour Department Annual Report,
191 Hong Kong, Workmen's Compensation, Minor Amendments, 1977
Edition, Cap. 282, p. 292.
192 Hong Kong, Workmen's Compensation Ordinance, Cap. 282 of the
Revised Edition 1974 Ordinance number 28 of 1953), p. 10.
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out of 49,854 reported accidents in 1977, 5,762 cases were not
insured and 1,807 had known insurance status. The same report
stated that in 1977, several injured workmen were unable to obtain
workmen's compensation as a result of default by the employers.193
The official view is against compulsory insurance in workmen's
compensation on grounds of enforcement difficulties and takes
comfort that only few cases of deprivation occur as a result of
failure to insure. England and Rear however cynically argued that
enforcement difficulties do not prevent compulsory insurance of
194
vehicles against third party risks. This feature that insurance
against liability is not compulsory makes Hong Kong workers remain at
the least disadvantaged position when comparing to their counter-
parts in other Asian countries such as Japan, Singapore, the
Philippines and Malaysia, where employees are required to insure, 195
Another short-coming of the present Workmen's Compensation
Scheme is that it fails to secure maintenance of necessary income,
because of the right to settle for a lump sum. In a criticism
against Workmen's Compensation scheme, the Beveridge Report stated:
It is certain that in many cases, whether because the sum agreed
proves insufficient for the purpose or because it is injudiciously
expended by the workman or used by him to meet pressing, but
temporary needs, the lump sum fails to provide any permanent sourc
of income. It should be added that in the process of bargaining
about a lump sum, the injured workman is discouraged from recovery
193Hong Kong, Labour Department, Annual Report, 1977, p. 83
and p. 23.
194England and Rear, Chinese Labour under British Rule. o. 202,
For comparison of Singapore, Philippines, Malaysia and Hong
Kong, see Nelson Chow, Comparative Study of Social Security System
in East and South East Asian Countires (unpublished Ph.D. Thesis,
Social Work Department, University-of Hong Kong, 1976) for Japan,
see Takeshi Takahashi, Social Security for Workers, in Kazuo
Okochi, Bernard Karth and Solomon B. Levine ( eds.), workers and
Employees in Japan: the Japanese Relations System (Tokyo: University
of Tokyo Press,1973).
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or from taking any kind of work lest he should prejudice his bargain.196
In Chow's study comparing the social security system of Singapore,
Hong Kong, Philippines and Malaysia, it is found that in Malaysia
and the Philippines, workmen's compensation is operated as a form
of social insurance where pension has taken the place of lump sum
payments. Workmen's compensation in Hong Kong would remain inade-
qugte unless the basis of compensation could be changed from lump
sum payments to pension197 Hence if contributory insurance scheme is
to be introduced in the near future in Hong Kong, it is hoped that
in time, the workmen's compensation schemes can be incorporated
into the contributory insurance scheme which can provide among other
things, industrial injury and disablement benefits.
2. Pension or other forms of
retirement schemes
So far social security measures as a kind of short-term
assistance to those suffering from industrial accidents have been
discussed. It has been pointed out that till now no long-term
assistance is available to workers. As Chow has pointed out, the
complete absence of formal schemes to cover old age, invalidity
and death is rather exceptional in a relatively affluent place
like Hong Kong while workers in Singapore, Malaysia and the
Philippines are protected by some forms of protection measures like
retirement pension or central provident fund. 198
196 Sir Wm.Beveridge, Social Insurance and Allied bervzces, 1y4: J
quoted by England and Rear, Chinese Labour under British Rule, p. 202.
197 Chow, Comparative study, p. 294.
198 Ibid.q p. 300 and pp. 296-298
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During the discussion of the job-dimensions working hours
and payment methods, it has already been pointed out that the older
workers are more willing to work over-time, and payment methods seem
to discriminate the older workers, signifying a kind of insecurity
feeling in the older working population. The 1976 By-census shows
that of those aged sixty to sixty-four, sixty per cent of the males
and 27 per cent of the females are working. Of the aged sixty-five
and over, about 35 per cent of the males and 12 per cent of the
females were still working. A conclusion drawn from these figures
is that the elderly will continue to work as long as they are able
to and will only retire when either their family will support them
or that they can no longer find suitable job199In a study by Social
Welfare Department and Hong Kong Council of Social Service, on the
needs of the elderly, it was found that of the 214 elderly people
who were still working, 37 per cent had to work in order to supple-
ment or contribute to family income, 36 per cent wanted to be self-
reliant, the rest worked for other reasons. Of the 666 elderly
people interviewed who were not working, 84.2 per cent said the
reason was they did not want to work.200
The above show that a great deal of the elderly who had
reached retirement age did not want to work, and if they did it
was for financial reason. Reluctance (or inability) of relying
on family support shown above seems to be in line with the findings
of this study about the reluctance of respondents to rely on family
if they have other means of income maintenance. In fact weakening
of family ties in industrialising societies has added to the
199Hong Kong Government, Services for Elderly (Hong Kong:
Government Printer, November, 1977), p. 201
200Joint Hong Kong Council of Social Service/Social Welfare
Department Working Group on Social Service Needs of the Elderly,
Report of the Study on the Social Security Needs of the Elderly
in Hona Kona. Hong Kona. April. 1977. p. 48. (imeoaraohed.)
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insecurity of the elderly people, and the older workers who although
have not yet reached the retirement age, have already learned that
they must earn more in order to safeguard their living at that time.
No wonder in a study by the Hong Kong Christian'Industrial Committee
on the need of social insurance in Hong Kong, when interviewees were
asked to point out three contingencies which they thought should
have top priorities to be dealt with by insurance scheme, old age
was on the top of the priority list. 201.
Although in 1973, the Government had introduced Old Age
Allowance (which was then termed Infirmity Allowance) and Disability
Allowance, the scheme is non-means tested and the amount of assis-
tance is too meagre to maintain a reasonable living standard.202
Besides it has proved to be inflexible as a measure to provide for
old age and disability as whatever resources available for distri-
203
bution has to be thinned out between all those eligible.203 Moreover
as life expectancy is improving due to scientific and medical
discovery, and the present population will get older, the need of
the old age will not be met by these schemes alone. Dr. K.F. Ho,
an Unofficial Legislative Councillor, proposed in a recent Legisla-
tive Council Meeting that instead of the Government's heavy burden
of more than $200 million allocated for special needs allowances,
an income protection scheme for retirement should be set up, with
individuals contributing towar.ds it. He proposed two ways to
achieve this purpose: a provident fund savings scheme to which
201Hong Kong Christian industrial Committee, Social Security
Report (May, 1977). (Mimeographed.
202The qualifying age for Old Age Allowance has been aroppea
from 75 to 70 the qualification for receiving Disability Allowance
is severely disabled certified by medical officer. Both allowances
are at 0200 per month. See Hong Kong Government, Services for Elderly
and Governor's Address, 19789 p. 12.
203Chow. Comparative Study, p. 300.
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employers and employees contribute at equal rates a pension scheme
operated on social insurance principles. Yet the provident fund
has disadvantage such as erosion by inflation. According to Or.
Ho, both schemes will enhance the propensity of the insured
person to save and to make such savings more effective for collec-
tive social and economic investments. In addition the obligation
on the part of the insured person to make periodic contributions
will constrain his capacity to consume, thus helping, though in
a small way, to cool down the over-heated domestic markets 204
The above proposal is indeed in line with the findings of
the study that majority of the workers would like to save, but due
to material aspiration in this capitalist economy, it is difficult
sometimes for them to maintain regular savings. Thus such a
pension or provident fund scheme will surely be welcomed by the
workers and suit their needs of income-protection.
3. Government's proposed insurance scheme
The findings of this study have indicated the willingness or
workers to participate in a contributory social insurance scheme.
However, due to their lacking of overall knowledge of the Government
proposed scheme, little comments have been given regarding the said
scheme. Anyway, the worry that there is a lacking of public interest
in insurance , though grounded (as seen from respondents' non-prefe-
rence towards private insurance), should not be over estimated as
a major obstacle towards a social insurance scheme, as respondents'
response towards contributory insurance involving employers' contribu---
tion is very favourable. Rather, attention should be given to make
this first step towards social insurance a more improved one.. Comments
204 Ho calls for pension scheme for the elderly, South China
Morning Post, March 30, 1979, p. 10.
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from employers and some workers have been presented in Chapter
Three. Efforts are made here to present some of the comments from
social workers and organizers of labour movement.205
First of all, the semi-voluntary feature is most criticised.
Literature on social insurance shows that without the ingredient of
compulsion, an insurance scheme can hardly be termed social insurance. 206
Both the Hong Kong Council of Social Service (H:CSS) and Hong Kong
Christian Industrial Committee (F-f(CIC) think that the voluntary
membership will often result in employees being discriminated by
employers if they wish to join the scheme. HKCIC further suggested
that the least educated and lowest paid workers are also the least
security conscious and therefore they may not join because they have
to watch every cent they earn or because they are unfamiliar with
administrative procedure. Findings of the study confirm some of the
above worries, especially with the last one concerning unfamiliarity
of administrative procedure. From the high percentage of respondents
who have not heard of the scheme, it can be expected that if the
scheme is of semi-voluntary nature, the result may be that many
workers would not participate simply because of ignorance. That
few respondents worry about being victimized seems to counter support
the above worry, especially during period of tight labour market.
However, there is still worry over employers' attitude towards the
more dispensable workforce like the older workers.
205Comments from the following will be raised during the course
of discussion: Hong Kong Council of Social Service, Comments of the
Council on proposals of the Green Paper on a Programme of Social
Security Development to be implemented between April, 1978 and end of
1980, Hong Kong, February 28, 1978. (Mimeographed.) Hong Kong
Christian Industrial Committee, Green Paper on 'A , Programme of Social
Security Development'--Statement, Hong Kong, January, 1978. (Mimeo-
graphed.) Chow, Comparative Study.
206See for instance, Mark R. Green, Social Insurance in Risk
and Insurance, Fourth Edition (Ohio: South Western Publishing Co.,
1977 9 pp. 519-520.
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The next criticism is mainly on the benefits. Firstly the
retirement benefit proposed to be given to members of the scheme who
have reached the age of sixty amounts to only six months' pay.
Chow criticized it as not truly a provision for old age. The findings
of the study signifying the need of a pension as previously discussed
support the criticism. A more progressive retirement scheme should
therefore replace such retirement benefits.CIC also thinks that
the lump sum death benefit (of six months' pay) will be of help to
the family of the deceased in the short run but it cannot be a
solution to the problems of widows and orphans. Probably, in the
long run another way to assist this group is more appropriate.
The second comment on benefits of the scheme concerns the
sickness and injury benefits, which cover the second, third and
fourth months of sickness, leaving the first month to be covered by
sickness allowance payable under the Employment Ordinance. As
HKCIC has pointed out, very few workers could accumulate sick leave
up to one month due to high labour mobility. Hence to make the
scheme more attractive to workers, it has been recommended that
sickness benefits should begin as soon as workers have exhausted
their paid sick-leave. At this point some observations made during
the field placement are relevant here with regard to the said paid
sick leave as provided by the Employment Ordinance.
tinder the Employment Ordinance, the worker can earn one paid
sick leave for every completed month of employment, which may be
accumulated up to a maximumof 36 days. However, if sick leave is
less than four days, the employee is not entitled to sickness
allowance. The daily rate of sickness allowance is equal to bwwo-
207thirds the normal wages (excluding over-time pay) for that day.
287Hong Kong, Labour Department, Guide to the Provision for
Sickness Allowance in the Employment Ordinance (First Edition,
January, 1977 reprinted June 1978 Hong Kong: Government Printer,
1978) .
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No doubt, sickness benefits for workers have improved in the 1970's.208
However, during the field placement the researcher noticed that workers
were rather reluctant to take sick-leave despite they felt very bad.
Firstly the first three sick days are not paid. Secondly and most
important of all, even a'half-day's abscence (including non-punctuality
for over ten minutes each week) will affect their good attendance
bonus which will be lost through absenteeism, or non-punctuality
for whatever reason. As informed by the workers, without this
attendance bonus, the average wage for each worker will be only
around $600 per month, but with the attendance bonus, the total
wage will shoot up to around $1,000 per month. The great disparity
between wages with or without such bonus, makes most workers retain
at the work-place despite illness. Hence if payment structure is
thus, very few workers can benefit from the sick-leave provisions,
either from those under the Employment Ordinance, or from the
proposed insurance scheme.
The next issue of concern about the proposed insurance
scheme is that on the redistribution nature of social insurance.
Titmuss differentiated private insurance from social insurance in
that the former is based on the actuarial model based on risk theory,
be it individual, collective or general while the latter is mainly
concerned with meeting needs of those whose needs are greatest. 209
In the proposed insurance scheme, the calculation of contribution
and benefits is based on earnings of the members, that is workers
208Between 1953 and 1973, outside industry, there were no statu-
tory requirements at all, and sick-leave was only half-day. After,
1973, the level of allowance was raised to two-thirds, and employee
has to have worked three months for employment before qualifying for
sick-leave allowance. After January 7, 1977, amendments were made
and conditions were improved as shown in the previous page.
209Richard M. Titmuss, Redistribution by Insurance in Social
Policy (London: George Allen and Unwin Ltd., 1974), pp. 87-101.
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with higher income will pay more and receive more. In this case
the redistributive effects between different income classes will
not be brought about. Since the amount of sickness and injury
benefit might be about half normal pay excluding over-time, the
amount a low-wage earner entitled to would in reality be so low
that it would be better for him to rely on Public Assistance
210(especially if he has a family), Hence Chow suggested that to
make the scheme more progressive in nature, contribution and
benefit rates might be fixed more in favour of low-income earners. 211
Otherwise, the objective of the Green Paper on Social Security which
is to help those least able to help themselves would not be met.
The above discussion points to the conclusion that the
proposed insurance scheme is but a small step towards introduction
of a comprehensive social insurance scheme. However, considering
the fact that not everything can be included in the initial stage,
this small step must be taken with the view of improving the whole
system by stages. As seen from the ranking of job-dimensions by
respondents in this study, workers are now not fighting for survival
to meet their most basic needs. As Chow puts it, Hong Kong has
definitely passed the stage in which assistance in kind is the most
effective means of meeting people's needs for basic necessities. 212
As Hong Kong continues to industrialise, with the increasing number
of industrial accidents and the economically active people, there
is rising need for a comprehensive system of income-protection.
210 To illustrate this point: under present public assistance
scheme, a family of three members can receive a total of $435 per
month, but in case of the proposed insurance scheme, half month
salary of an average worker of the factory under study, without over-
time pay and attendance bonus, will only be around $300 to $350 a
month.
211 Chow, Comparative study 7 p. 157.
212 Ibide p. 274.
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Moreover, the argument that the introduction of social insurance
would lower the competitiveness of Hong Kong in overseas market
no longer stands in the present economic picture of Hong Kong which
no more depends on cheap labour but has reached a stage of develop-
ment of producing highly sophisticated products of higher quality.
Social security for workers should be viewed now as a kind of
investment in man(referred by Myrdal to health and education), 213
If viewing from the point that enhancing workers' working condition
and social security will place Hong Kong at a more advantageous
position during overseas trades talks, the former view that any
move that causes increase in production costs is considered
dangerous to the economy of Hong Kong, must be regarded as a very
narrow point of view now.




I. Focus of the Study
This is a case study of worklife in a medium-sized factory.
It is intended to be an educational consciousness-raising exercise
that attempts to study implications of present and future labour
policy issues by assessing the needs-importance of workers and
their attitude towards various aspects of worklife. Data from
a questionnaire filled by a sample of sixty workers of the factory
are obtained and analysed together with some observational impressions
made by the researcher during the fourteen weeks' field practicum in
the factory. In the course of discussion, objective data from
official statistics or relevant statistics from other studies are
also utilized.
The study focuses on three major areas: The first area is
the substantive elements of worklife , which consists of the ten
identified job-dimensions of job-context--pay, security of tenure,
welfare services, relationship with supervisor, relationship with
co-workers, safety, physical working environment and facilities,
working hours, advancement opportunities and payment methods and
the four dimensions of job-content--scope for learning, responsi-
bility, scope of initiative and discretion and variety. The
second area under study is the procedural dimension of the
substantive elements, that is, workers'- participation. The third
area of study is income maintenance methods.
The goal of the study is to explore into plausible measures
in improving the worklife of the workers. Under this goal are
three objectives: Firstly, to identify the priority for policy
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formulations as determined by the ranking of the various job-
dimensions of job-context, job-content and the procedural dimensions,
and to examine the degree of importance of each job-dimension, to
see whether the assessment is affected by sex, age, education and
skill, from which implications are spelled out for the related policy
issues secondly to see the extent of willingness of workers' par-
ticipation and the methods preferred by them finally to explore
about workers' means of income-maintenance and their attitude
towards the government's proposed insurance scheme, so as implica-
tions for future income protection policy can be studied.
II. Importance of the Job-Dimensions
1. Findings
Judging from the mean score of each of the fifteen job
dimensions obtained from respondents' assessment along the continuum
of imoortance. the ranking of the .lob--dimensions is as follows:
1. Proper safety measures
2. Good physical working condition and facilities
3. Good working hours
4. Having a supervisor easy to get along with
5, Given a fair amount of responsibility
5. Scope and opportunities for learning
7. Good relationship with co-workers
8. Pay
9. Job-security
10. Adequate welfare services
11. Participation in bettering welfare or working conditions
12. Scope of initiative and discretion in wort
13. Variety in the job
14. Opportunities for advancement
15. Payment methods
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Taking the mean score of all job-dimensions under job-
context, job-content and procedural dimension, the ranking of




None of the fifteen job dimensions gets a minus mean score,
indicating that all of them are considered important by the respon-
dents. The first ten job-dimensions in the ranking order are defi-
nitely considered important as their mean scores range from 1.48 to
1 (1 is the norm of importance in the importance scale) a The
last five with a mean score ranging from 0.67 to 0.22 is within the
range of uncertainty (the norm for uncertainty is 0) and importance.
When the importance of each job-dimension is cross-tabulated
against the four variables sex, age, education and skill, the chi-
square values computed show that in all the first eleven job-dimen-
sions, no significant differences are found at the five per cent
level. However, in the last four, significant differences at five
per cent level are found in some of the cross-tabulations:
* The importance of initiative is found to be related to
education, that is, the educated tend to think it more
important than the less educated respondents.
* The importance of variety is found to be related to both
education and sex, that is, the more educated and the male
respondents tend to think it more important than the less
educated and the females respectively.
* The importance of advancement is related to sex and skill,
that is, the males and the skilled tend to regard it as more
important than the females and the unskilled.
* The importance of payment methods is related to age, that
is, the older respondents tend to regard this dimension as
more important than the younger ones.
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2. Analysis
The findings on the ranking of job factors do not fall into
the expectation that pay or monetary reward is the most important
factor in work as indicated by a number of previous researches on
attitude of workers in Hong Kong. That pay and job-security are
on the eighth and ninth position among the fifteen job-dimensions
shows that the economic man approach will surely not be able to
attract or keep workers in the job. In other words, the stage has
passed that workers needed to struggle very hard to maintain a
subsistence level of living. On the other hand, the high importance
that respondents put on safety, physical working condition and
working hours indicates that these factors stand at the top of the
priority list for improvement. Besides, the relationship questions
between supervisors and workers and among the workers themselves are
also important factors influencing their stay in the factory. The
high importance put on two job-dimensions of job-content, that is,
scope for learning and responsibility, also indicate the need for
increasing attention towards these two aspects. Welfare, which
has been the primary method used by employers nowadays to attract
their 'ideal type workers to the job, will no longer be as attractive
as the employers think, chiefly because the welfare differentials
between industries are narrowed due to the tight labour market
situation, as in the case of pay and job-security.
On the other hand, the four job-factors of the lowest ranks
are not as unimportant as it seems, since the assessments are
affected by one or more of the four variables: sex, age, education
and skill. The importance that more educated workers place on
initiative and variety indicates that with the increase of the
level of education in future, increasing attention must be given to
job-content dimensions in order to make the workers feel contented.
The importance of payment methods to the older workers suggests age
discrimination nature of payment methods. The importance of advance-
ment considered by the males and the skilled is understandable, as
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the males are usually (or will be) head of households and advancement
usually leads to increase in pay and status. The skilled on the other
hand expect better chance of advancement since they had received
special training in certain skills.
3. Plicy implications and rPrnmmPnrlai-inns
a) Ranking of job-dimensions
The overall ranking of job-dimensions indicates that policy
priorities may be in the following order: job-context, job-content
and procedural dimension. However, it must also be pointed out
that the job-content dimensions are emerging in importance, while
the procedural dimension must not be overlooked as shown in the
findings concerning methods of participation.
b) Industrial safety and physical working conditions
The priority that workers placed on the two job-factors and
the fact that industrial accidents has been increasing each year
indicate the need for much attention to be paid in the area of
industrial health and safety. Suggestions of protective, promotional
and appraisal methods are given. Protective measures concern further
legislation on physical working conditions, safety and health more
effective enforcement of existing legislation concerning these aspects.
Promotional measures concern industrial training, campaigns and
community industrial health projects. Appraisal measures concern
research efforts by government in collaboration with the universities
and voluntary agencies concerning industrial health and safety.
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c) Working hours
The findings showing that workers of both sexes, all age
groups, education and skill level, think that this factor is impor-
tant to them and that the importance of working hours is even
higher than pay , contradict the constant allegations by industria-
lists that Hong Kong workers prefer to work for longer working
hours for better pay. Although observation in the factory confirms
that the older workers are more :filling to do over-time work, this
but indicates the lacking of security for the older workers and
their need to support the family rather than the work value they
hold.
Recommendations have been given to see into the present
labour legislation which does not provide limit to the working hours
of male workers, who may also work on the rest-day if they agree
to do so. Present legislation concerning over-time work for women
and young persons also needs special attention as a number of loop-
holes have been pointed out: the use of false identity cards by
young persons enforcement of compulsory education (which is related
to prohibiting child labour and young persons working over-time)
shift-work which enables workers to be employed in more than one
factory at the same time the limit of two hundred hours of over-
time work each year for each womanand young person being hardly
observed as shown by official statistics.
dJ Relationship with supervisor and co-workers
The high importance that workers place on relationship with
supervisor and co-workers, together with observations and experience
of the researcher in the :factory, indicate the need for a human relations
approach in management and the promotion of industrial social work
programmes in Hong Kong industrial enterprises. Such programmes will
be beneficial to workers as the industrial social worker will be
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able to help them in their individual problems, be it within or out-
side the industrial enterprise, and to provide them with developmental
services. It will also be beneficial to the employer in terms of
a happier and more stable workforce (though this has yet to be justi-
fied by other research). Although it is not appropriate for the
Government to render any protective measures here, she may take up
a promotional and appraisal role by collaborating with universities
or post-secondary colleges towards further research in this area.
e) Pay, job-security and payment method
The low ranking of pay and job-security is interpreted
by satisfaction of these two job-dimensions. On further analysis,
by interpreting the findings of other research, it is suggested that
the relatively satisfaction of pay might be due to the narrowing
of household-income differentials, rather than the rise of real
wages whose increase rate cannot catch up with labour productivity.
Anyhow, it can be certain that the tight labour market situation
does provide a situation that more job opportunities are open and
the pay differentials between and within industries are also
narrowed so that in the choosing of jobs, pay and job-security
are no longer on the top priority of the list.
The importance of payment methods considered by older workers
coupled with some observations made by the researcher during the field
study, suggest discrimination of the older workers, thereby implying
the insecure feeling of the older workers who are in fact a dispen-
sable workforce which will be the first to suffer during recession.
There is therefore the indication for old age retirement scheme.
The findings of these three job-dimensions have implications
for minimum wage. While the interpreted satisfaction in pay and
job-security is a result of the natural law of supply and demand,
it must only be interpreted in the context of economic prosperity
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and labour shortage. While older workers are not so favoured as
interpreted by the findings on payment methods, a further query arises
as to the protection given them during a time when the economic
situation is not that favourable. The question of the protective
nature of minimum wage arises here, since during recession,
employers who cannot afford minimum wage may result in lay-offs.
The conclusion is that unless a comprehensive income protection
system like that of unemployment insurance is operated, there is
little base for the imposition of minimum wage as it will result
in workers losing their job during recession without giving them
the necessary protection.
f Welfare services
The low ranking of welfare among the fifteen job-dimensions
indicates that the existing welfare services provided by factories
are no longer the main attraction to workers. Yet the percentage
of respondents who think that it is important to them is still high,
showing further needs of extending welfare services are required.
The factories' provided welfare has so far been concentrated
in on-the-job welfare such as free transport, free lunch or recrea-
tional activities, or medical services within the enterprise. Little
has been devoted to educational, cultural and other developmental
services, paid maternity leave and general medical services outside
the enterprise. As other research also found that welfare services
increase with size of enterprise, the predominance of small industrial
units in Hong Kong suggests further consideration in providing welfare
to the workers of small industrial units as well. Suggestion is
made here to extend welfare services to them through a kind of communal
industrial welfare services to be initiated and promoted by the




Findings showing that this job-dimension is highly valued
by skilled workers imply that industrial training which is to be
promoted by the Government in the future years to come, must also
see that the needs of the trained workers are met (such as chances
for advancement), besides seeing that the needs of the employers
are met.
h) Job-content : scope for learning, responsibility,
initiative and variety
Although previous research findings indicate that workers
in Hong Kong do not care about the meaningfulness of work and econo-
mic incentive is the only motivation in work, the findings here
indicate a change in such attitude. It is found that the workers'
attitudes have increasingly become similar to those of industrialised
societies. Firstly, the high scores of scope for learning and
'responsibility show that the workers do care about the job-content.
Secondly, that the more educated workers think that initiative
andvariety are important has the implications of the need for
improving the job-content in order to attract and retain the increa-
singly educated workforce. It also has implications for the rela-
tionship of education and manpower policy.
Methods to increase attention towards scope for learning
and responsibility need to be initiated by management in the indus-
trial enterprise. Observations by the researcher and discussion with a
technician also help to give light to the fact that in the present
Hong Kong setting, some large industrial enterprises do introduce
some kind of innovation in works system so that the workers can under-
stand the work process better. Efficiency is resulted and the
workers are happier because they are then smarter. Anyhow this is
a research area that industrialists and the Government may venture into,
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I ne tact that the ruture workforce will become more ana more
educated shows that it is imperative for the industrial enterprises
to improve the job-content of work in order to retain the more
educated workers. The manpower policy so far is to make education
meet the needs of industry, without taking into consideration of
meeting the needs of the educated workforce by innovating industry.
This will eventually result in further social costs on the community
in terms of poorer mental health and lacking of commitment in work
or even social unrests.
III. The Importance of the Procedural Dimension
And Methods of Participation
1. Findings
Although previous research findings indicate that there is
little enthusiasm by workers for collective action to improve their
working condition, the findings of this research suggest a re-
consideration of this statement. Despite the fact that participation
has a relatively low rank when compared to the other job-dimensions,
the percentage of respondents who think that participation is
important is rather high. Moreover, when respondents are asked about
the methods of participation preferred, only 27 per cent would
do nothing. It is also found that there is no significant differences
at the five per cent level in the classification of respondents by
importance of participation and whether they would do something or
do nothing. In cross-tabulating whether respondents would do
something or nothing with sex, age, education and skill, it is found
that there is significant difference at the five per cent level with
age, and at the ten per cent level with education. In other words,
it can be said that the younger and the more educated (though with
some reservations) are more likely to participate in bettering their
welfare.
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Regarding methods of participation, 47 per cent of the
respondents prefer electing other workers to become representatives
on joint-consultative committees 15 per cent would join a trade-union
12 per cent would become representatives on the joint-consultative
board, and 27 per cent would remain doing nothing. When asked the
latter why they would not participate, 44 per cent prefer choosing
other jobs, 19 per cent think that the methods are useless, 13 per
cent fear that the employer would be unhappy 19 per cent say they
are not interested and 19 per cent choose other reasons, indicated
as ignorance and lacking of time.
2. Analysis
Although workers tend to attach less importance to the procedural
dimension than to the substantive elements, it must be seen in a
work context where the procedural dimension has never been promoted.
When given choices to participate, only very few would not partic-
pate. Trade-unionism is still regarded as a very weak method of
workers' participation as it has always been in Hong Kong. From
the great proportion of workers who prefer joint-consultative commi-
ttee, it is indicated that participation at the enterprise level
may be promoted as it will be accepted by most workers. That only
a small minority would not participate due to fear of employer,
also indicates that workers are less submissive nowadays. That there are
more openings for other jobs is however a reason influencing the
non-participation of workers.
3. Policy implications
The findings imply that the workforce which is getting younger
and more educated will be very likely to participate in bettering
their welfare. The procedural dimension of worklife is therefore not
to be neglected. Trade-unionism which has been weak so far, is
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unlikely to play an important role in workers' participation in
Hong Kong, especially in the manufacturing industries due to organi-
zational difficulties and high labour mobility, On the other hand,
participation at the enterprise level through indirect and direct
forms of participation is recommended for further promotion. Indirect
participation is in form of joint-consultative committee, whose
function however still needs to be evaluated because of its limited
scope for workers' participation at the existing committees. Direct
forms of participation like autonomous work groups or restructuring
of work, are recommended in view of workers' interest in job-content
as indicated in the findings. It however requires much effort by
management and promotional efforts of the labour officers in order
that workers' participation at the enterprise level can be further
effected.
IV. Income Maintenance and 5oclal 5ecurlty
measures for workers
1. Findings
In case out of job through sickness, injury or unemployment,
58 per cent of the respondents' present means of income maintenance
is savings 50 per cent have to rely on family only about 2 per
cent have been privately insured three per cent are members of
trade-unions and 5 per cent have to resort to other measures such
as horrowincl money from others none is member of hwei.
If given the chance to prepare themselves and have choices,
the method most preferred to maintain their living is still savings
(50 per cent) fewer would choose to rely on family (18 per cent)
there is a slight increase in credit union (5 per cent) but none
chooses hwei or private insurance.
Attitude towards the Government's proposed insurance scheme
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is most favourable. Despite the fact that only 23 per cent of the
respondents have heard of the scheme, 82 per cent said they would
join the scheme if it becomes a reality. For those who refuse
to join the future scheme, 64 per cent prefer using other
methods 18 per cent think the scheme is too limited 18 per cent
attribute to other reasons such as limited capacity none chooses
the reasons benefits too little or fear that employer would be
unhappy or own chance of sickness etc. is low.
2. Analysis
The decrease in percentage of respondents who would rely
on family if they have a choice shows that the traditional social
security system within the family is likely to break down, espe-
cially if long-term assistance is required. The low priority
towards credit union, hwei and private insurance shows that
they are not desired means of income protection. The great percen-
tage who desire savings and the favourable attitude towards the
Government's proposed scheme show that a contributory scheme is
likely to be welcomed by workers.
3. Policy implications
Findings of the study have implications both towards the
existing social security measures for workers and future possibi-
lities of measures as well. The findings on the importance of
safety and the increasing number of industrial accidents, indicate
the need for further improvement of the Workmen's Compensation Scheme.
Certain weaknesses of the scheme-are pointed out: firstly employers
are not compelled to insure secondly, the nature of a lump sum
grant fails to provide the disabled any permanent source of income.
The most desirable method is to incorporate the scheme into a contri-
butory social insurance scheme.
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Besides the Workmen's Compensation, there is no other long-
term assistance measures like invalidity or pension scheme availa-
ble to the workers in Hong Kong. The findings concerning working
hours and payment methods indicate that the older workers are lacking
of security, thereby requiring such social security measures as
pension or other retirement schemes. Besides the reluctance of
respondents to rely on family if there are other choices shows the
likelihood of the disintegration of the traditional built-in social
security system in the family. The dispensable older workforce
who will be the first to suffer during recession really needs
further security measures apart from the existing Old Age allowance
and Disability Allowance which would not be able the needs of those
who are not yet old enough and not too disabled. If more of this
group will need public assistance, this means the increase of
financial burden on the public funds. Thus retirement scheme such
as provident fund or pension scheme should be initiated. The saving
habit of workers as seen from the findings indicate the likelihood
of their willingness to make contribution. As Hong Kong has passed
its stage when people are struggling for the most basic needs,
further improvement of the social security measures in terms of social
insurance for workers is thereby most .justified.
V. Conclusions and Limitations
of the Study
It has been seen from the findings of the study that the
needs of workers are no longer at the most basic needs level.
With the satisfaction of more basic needs, the emergence of higher
needs is evident. It must be recognized that the attitude of workers
in this study is getting similar to those in industrialised societies,
though to a less extent. With the rise in the level of education,
the reason of economic survival, the increasing importance put on
an integrated social and economic development approach , and the
growing recognition of the investment in man concept, it is expected
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that the labour policy in Hong Kong is likely to be more progressive
in the future years to come.
The findings of this study have served as a starting-off point
in analysing labour policy and related issues in Hong Kong. There
are a number of limitations in the stud:
Firstly, the cancellation of the need satisfaction part
of the study due to objection of the management of the factory
has left a number of questions unanswered. Moreover it is not able
to find out the most unsatisfactory job dimensions that require
uraencv for improvement.
Secondly, this study is chiefly based on workers' attitude
which is surely not the only factor influencing policy formulation.
Although the political and economic situation of Hong Kong has
also been taken into consideration in the course of discussion, and
it seems that improvement of the worklife of workers has now a more
favourable political and economic back-up, the study has not
researched into the attitude of the industrialists who will be the
most important social partners of the Government to co-operate in
policy formulation and implementation. Although the attitude of
the management of this factory can be envisaged by the researcher,
it is impossible to draw conclusion here about the attitude of
other employers.
Finally, a case study including attitudinal findings as a
base for policy implications is much limited in the sense of genera-
lization. An obvious limitation is that the respondents are all
under the same environmental stimulation--the case of raising of pay
three times during the period of research in the factory is one
good example. Though it has an advantage of gaining an overall
picture, the findings must therefore be interpreted with care, A
point must be stressed here: this study is useful in starting
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thinking and action about various labour policy issues. Discussion
throughout the study has been based on the findings which serve as
stimulant to the analysis rather than instruments of verifying or
proving any elements of policy.
All these limitations suggest the need for further research
into the area of worklife in Hong Kong. There still remains a large
reservoir of research area untouched and under-developed. It must
be reiterated here that this study only serves as an educational
consciousness-raising exercise, which is mainly a problem-identifying
and very often impressionistic effort. Neither the scope of the





工 作 問 卷
女男I ㈠性別：
㈡ 年齡 ：
預 科 或 以 上中 四 至 中 五中 一 至 中 三㈢ 教 育 程 度 ： 小 學
LINE管工修理 包裝QC 長㈣ 工 作 崗 位 ： 裝 配 員
II 以下有十五種工作條件，請同答以下有關問題，每問題有五項答案，
請 選 擇 其 中 一 項 作 為 答 案 ：
㈤ ┌ 工 作 穩 定 ┘ ， 即 失 業 的 機 會 很 少 。
當 你 選 擇 工 作 或 決 定 工 作 之 去 留 時 ， 你 認 為 ┌ 穩 定 ┘ 對 你 是 否 重 要 ？
不 肯 定 都 幾 重 要 非 常 重 要絕不重要 不 甚 重 要
㈥ 工 作 活 動 範 圍 的 ┌ 自 發 性 ┘ 及 可 ┌ 隨 意 ┘ 照 自 己 方 法 去 處 理 ， 即 可 自
動 自 覺 去 做 你 認 為 應 可 以 做 的 事 。
當 你 選 擇 工 作 或 決 定 工 作 之 去 留 時 ， 你 認 為 ┌ 自 發 性 ┘ 及 ┌ 隨 意 ┘ 對
你是否重要？
不肯定 都 幾 重 要 非 常 重 要絕不重要 不 甚 重 要
㈦ 良 好 的 ┌ 工 作 時 間 ┘ 。
當 你 選 擇 工 作 或 決 定 工 作 之 去 留 時 ， 你 認 為 ┌ 工 作 時 間 ┘ 是 一 重 要 條
件嗎？
不肯定 都幾重要不肯定 非常重要不 甚 重 要絕不重要
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㈧ 給 予 相 當 的 ┌ 責 任 ┘ 。
當 你 選 擇 工 作 或 決 定 工 作 之 去 留 時 ， 你 認 為 ┌ 責 任 ┘ 是 一 重 要 條 件 嗎 ？
絕 不 重 要 不 甚 重 要 不 肯 定 都 幾 重 要 非 常 重 要
㈨ 有 一 個 易 於 相 處 的 ┌ 上 司 ┘ 。
當 你 選 擇 工 作 或 決 定 工 作 之 去 留 時 ， 你 認 為 ┌ 上 司 ┘ 是 否 一 重 要 條 件 ？
絕 不 重 要 不 甚 重 要 不 肯 定 都 幾 重 要 非 常 重 要
㈩ ┌ 參 予 ┘ ， 即 對 自 己 的 福 利 及 工 作 制 度 能 有 影 響 力 及 參 予 決 定 。
當 你 選 擇 工 作 或 決 定 工 作 之 去 留 時 ， 你 認 為 能 夠 ┌ 參 予 ┘ 是 一 重 要 條
件 嗎 ？
絕 不 重 要 不 甚 重 要 不 肯 定 都 幾 重 要 非 常 重 要
（ 十 一 ） 良 好 的 ┌ 工 作 環 境 ┘ 及 ┌ 設 備 ┘ ， 如 衛 生 ， 寧 靜 ， 飯 堂 ， 休 息 室 等 。
當 你 選 擇 工 作 或 決 定 工 作 之 去 留 時 ， 你 認 為 ┌ 工 作 環 境 ┘ 及 ┌ 設 備 ┘
是 一 重 要 條 件 嗎 ？
絕 不 重 要 不 甚 重 要 不 肯 定 都 幾 重 要 非 常 重 要
（ 十 二 ） 工 作 的 ┌ 多 類 化 ┘ ， 即 工 作 不 要 太 單 調 而 能 有 機 會 做 不 同 的 工 作 。
當 你 選 擇 工 作 或 決 定 工 作 之 去 留 時 ， 你 認 為 工 作 的 ┌ 多 類 化 ┘ 是 一 重
要 條 件 嗎 ？
絕 不 重 要 不 甚 重 要 不 肯 定 都 幾 重 要 非 常 重 要
（十三）完備的┌安全┘措施。
當 你 選 擇 工 作 或 決 定 工 作 之 去 留 時 ， 你 認 為 ┌ 安 全 ┘ 是 否 一 重 要 條 件 ？
絕 不 重 要 不 甚 重 要 不 肯 定 都 幾 重 要 非 常 重 要
（十四）┌陞選機會┘。
當 你 選 擇 工 作 或 決 定 工 作 之 去 留 時 ， 你 認 為 ┌ 陞 遷 機 會 ┘ 是 否 一 重 要
條 件 ？
絕 不 重 要 不 甚 重 要 不 肯 定 都 幾 重 要 非 常 重 要
（十五）優厚的┌薪酬┘及其他經濟上的酬勞。
當 你 選 擇 工 作 或 決 定 工 作 之 去 留 時 ， 你 認 為 ┌ 薪 酬 ┘ 是 否 一 重 要 條 件 ？
絕 不 重 要 不 甚 重 要 不 肯 定 都 幾 重 要 非 常 重 要
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（十六）┌學習範圍及機會┘
當 你 選 擇 工 作 或 決 定 工 作 之 去 留 時 ， 你 認 為 ┌ 學 習 範 圍 及 機 會 ┘ 是 否
一 重 要 條 件 ？
絕 不 重 要 不 甚 重 要 不肯定 非 常 重 要都 幾 重 要
（ 十 七 ） ┌ 支 薪 的 方 法 ┘ ， 如 以 日 薪 ， 月 薪 或 件 數 計 算 ， 及 薪 金 的 計 算 方 法 。
當 你 選 擇 工 作 或 決 定 工 作 之 去 留 時 ， 你 認 為 ┌ 支 薪 的 方 法 ┘ 是 否 重 要 ？
絕 不 重 要 不 甚 重 要 不 肯 定 都 幾 重 要 非 常 重 要
（ 十 八 ） 與 ┌ 同 事 ┘ 和 睦 相 處 ， 即 與 同 工 相 處 得 愉 快 ， 而 能 在 同 事 中 交 到 好 朋
友。
當 你 選 擇 工 作 或 決 定 工 作 之 去 留 時 ， 你 認 為 ┌ 同 事 ┘ 是 一 重 要 條 件 嗎 ？
非 常 重 要都 幾 重 要不 甚 重 要絕 不 重 要 不 肯 定
（十九）良好的┌福利┘及服務，如醫藥，廠車，康樂活動等。
當 你 選 擇 工 作 或 決 定 工 作 之 去 留 時 ， 你 認 為 ┌ 福 利 ┘ 是 否 一 重 要 條 件 ？
不肯定絕 不 重 要 都 幾 重 要 非 常 重 要不 甚 重 要
Ⅲ （ 二 十 ） 如 果 你 現 今 因 疾 病 、 受 傷 、 被 辭 退 或 因 任 何 原 因 而 沒 有 收 入 的 話 ， 你
會 用 什 麼 辦 法 去 維 持 生 活 ？








依 賴 家 庭
中 國 傳 統 式 的 ┌ 銀 會 ┘
儲 蓄 互 助 社
私 人 保 險
其 他 （ 請 註 明 ）
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（二 十一 ） 如果 有得 選 擇或 準備 的 話， 而你 因 上述 原因 而沒 有 收入 的話 ， 你寧 願
用 那 種 方 法 去 維 持 生 括 ？
（ 請 選 擇 以 下 一 項 答 案 ）
儲蓄
依 賴 家 庭
中 國 傳 統 式 的 ┌ 銀 會 ┘
儲 蓄 互 助 社
私 人 保 險
政 府 提 議 的 社 會 保 險
其 他 （ 請 註 明 ）
（二十二）政府去年會草議一項┌半自願式┘的┌顧員傷病人壽保險┘計劃，內
容 大 約 如 下 ：
如 工 友 要 參 加 ， 顧 主 一 定 要 參 加 此 項 計 劃 。
2%2%
因 病 離 職 的 第 二 、 三 、 四 月 可 得 半 薪 。
六 十 歲 前 死 亡 者 ， 其 遺 屬 可 得 死 者 六 個 月 薪 金 。
供 款 滿 五 年 的 職 員 ， 可 申 請 購 屋 貸 款 ， 借 款 人 需 付 利 息 。











利 益 太 小
恐 怕 顧 主 不 滿
認 為 自 己 的 傷 病 及 死 亡 機 會 很 低
計 劃 範 圍 太 狹 窄 ， 應 包 括 失 業 保 險 等
















（ 請 選 譯 以 下 一 項 答 案 ）
參 加 工 會 （ 如 果 有 工 會 的 話 ） 。
如 果 被 選 中 ， 會 成 為 工 友 的 代 表 ， 參 予 廠 方 的 ┌ 聯 合 商 議 ┘ 。 （ 假
如 廠 方 有 這 種 制 度 的 話 ） 。
選 舉 他 人 為 代 表 ， 參 予 以 上 的 ┌ 聯 合 兩 議 ┘
不 採 取 任 何 行 動 。
其 他 辦 法 （ 請 註 明 ）
（十十六）如果你選擇以上答案之
因：
（ 請 選 擇 一 項 或 多 項 答 案 ）
因 為 以 上 的 方 法 都 不 會 對 爭 取 福 利 及 改 善 制 度 有 所 幫 助 。
恐 怕 廠 方 不 滿 。
我 不 大 注 重 福 利 等 問 題 。
我 寧 願 轉 到 另 外 一 個 有 良 好 福 利 及 制 度 的 地 方 工 作 。











4 ， 即 ┌ 不 採 取 任 何 行 動 ┘ ， 你 是 因 為 似 下 原
234
APPENDIX II
AN ENGLISH TRANSLATIONOF THE QUESTIONNAIRE
I. (1) Sex: Male Female
(2) Age:
(3) Education standard: Primary Form 1 to Form 3
Form 4 to Form 5 Form 6 or above
4 Present post: Production operativE IQuality Control operative
Repairman Packer
Foreman Line-leader
II. Please answer the following questions concerning your opinion on
15 job-dimensions. There are 5 choices to the answers of each
question. Please choose one answer for each question.
(5) Job security, i.e. steady job, with little chances of
losing your job.
When you choose a job or are deciding whether to remain in




(6) Scope of initiative and discretion in your work, i.e.
you can initiate to do what you think that you can do
in your job.
When you choose a job or are deciding whether to remain
in it, do you think scope of initiative and discretion
is important to you?
very unimportant quite unimportant uncertain
quite important very important
(7) Good vWorkincl hours.
When you choose a job or are deciding whether to remain
in it, do you think working hours are important to you?
uncertainquite unimportantvery unimportant
quite important very important
(8) Given fair amount of responsibility in the job.
INhen you choose a job or are deciding whether to remain
in it, do you think responsibility is important to you?
uncertainvery unimportant quite unimportant
very importantquite important
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(9) Having a supervisor easy to get along with.
When you are choosing a job or are deciding whether to
remain in it, do you think supervisor is an important
factor?
very unimportant quite unimportant uncertain
very importantquite important
(10) Participation, i.e. having influence or participate in
decision-making regarding bettering your welfare or
improvement of work system.
When you are choosing a job or deciding whether to remain




(11) Good physical working condition and tacilities," such
as cleanliness, low noise, canteen, restroom etc.
when you are choosing a job or deciding wnetner to remain
in it, do you think physical working condition and
facilities are important to you?
quite unimportant uncertainvery unimportant
very importantquite important
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(12) Variety in the job, i.e. the job not being too monotonous
and having the chance of doing different kinds of work.
When you choose a job or are deciding whether to remain in
it, do you think variety in Job is an important factor?
very unimportant quite unimportant uncertain
very importantquite important
(13) Prooer safety measures.
When you are choosing a job or deciding whether to remain
in it, do you think safety is an important factor?
very unimportant quite unimportant uncertain
very importantquite important
(14) Opportunities of advancement or promotion.
When you are choosing a job or deciding whether to remain
in it, do you think advancement is an important factor?
uncertainquite unimportantvery unimportant
very importantquite important
(15) Good pay or other monetary rewaras.
When you are choosing a job or deciding wnetner to remain




(16) Scope and opportunities for learning.
When you are choosing a job or deciding whether to remain in
it, do you think scope for learning is an important factor?
very unimportant quite unimportant uncertain
quite important very important
(17) Methods of payment, such as daily, monthly or piece rated
and basic calculation method.
When you are choosing a job or deciding whether to remain in
it, do you think methods of payment are important to you?
uncertainquite unimportantvery unimportant
very importantquite important
(l8) Good relationship with co-workers, i.e.' %-:orking happily
with co-workers and can make good friends with them.
Whenyou are choosing a job or deciding tihe then to remain in
it, do you think relationship with co-workers is an
important factor?
uncertainquite unimportantvery unimportant
very importantnii to imoortant
(19) Adequate welfare services as medical services, factory
transport, recrea Lional activities etc.
Whenyou are choosing a job or aecioing wnezner t.u r amain in




III. (20) What is your present means of assistance if you lose your
income through sickness, injury, dismissal or any other
reasons?
(please choose one or more of the following answers)
1. savings
2. relying on family
3. hwei, i.e. traditional Chinese method of
pooling money together as a kind of borrowing
and lendincq institution.
4. community credit union
5. private insurance
6. others (please specify)
(21) If you have a choice or if you can make preparations now,
what kind of method will you prefer to maintain your
living?
(please choose one of the following answers)
1. savings
2. relying on family
3 hwei
4, community credit union
5. private insurance
6. the government's proposed social insurance scheme
7. others (please specify)
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(22) Last year, the government has proposed a semi-voluntary
sickness, injury and death insurance scheme for employees.
Its contents are grossly as follows:
(A) If employees want to take part in the scheme, the
employer must take part as well
(B) employees will contribute 2%u of their monthly salary
and employer another 2%
(C) If on leave due to sickness for the second, third and
fourth month, employees will be half-paid
(D) If employee dies before aged 60, his family can obtain
the dead person's 6 months' salary
(E) After contributing for 5 years, employees can apply for
loan fund in purchasing flats but they need to pay
interests,
NoYesHave you heard of this scheme?
NoYes(23) If there is such a scheme, will you join?
(24) If you won't Join the scheme , what are the reasons?
(nlease choose one or more of the following reasons)
1. Too little benefits
2. fear that employer will be unhappy
3. own chance of sickness, injury and death is low
4. the contents and scope of the scheme are too limited
and it should include unemployment insurance and others
5. prefer using other methods to protect own income
6. others (please specify)
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IV. (25) In order to better your welfare and benefits related to
your job, or improvement of the work system, what method
will you use?
(please choose one of the following answers
1. Joining a trade union (if there is one)
2. become a representative on the joint consultative
board, if elected by other workers (if there is
such a board in the factory
3. elect someone to sit on this joint-consultative
board
4. do nothing
5. other methods (please specify)
(26) If you choose no. 4 of the above answers, that is, do
nothing, what are the reasons?
(please choose one or more of the following answers)
1. These methods are not helpful towards bettering
welfare or improvement of work systems
2. afraid that the employer would be unhappy
3. I don't bother much about welfare
4. I prefer choosing other jobs with better services
and systems etc .




















Note: Sources of figures obtained from various Annual Reports




NUMBEROF WOMENWORKINGMORETHAN FIFTY-FIVE HOURSPER WEEK
IN HONGKONG1976
Number of hours worked
per week TotalIndustry






















Source: Extracted from Cenus and Statistics Department, Hong
Kong By-Census 1976 Basic Tables (Hong Kong: Governnn nt
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Source: Labour Department, Some Facts about tm to ment in non
Kong (Hong Kong: Government Printer, 1977). p. 22.
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Source: Labour Department, Some Facts about Employment in Hong
in Hong.Kong, (Hong Kong: Government Printer, 1977),
o. 23.







15-19 20-24 25-34 35-44 45-54 55-64status
Unemployed with previous
2.82.6 2.0 3.51.92.5full-time job but
seeking work
Unemployed with previous
0.4 l.40.70.40.50.5full-time jo but not
seeking work
Source: Figures computed from Census and Statistics Department,
Hon Kong By-Census 1976 Basic Tables (Hong Kong:
Government Printer, 1977)9 p. 21.
Notes: 'Percentage here refers to that of the total number of
economically active persons in each age group.
2They were not seeking work because they believed no
work was available, or were temporarily sick, or




POPULATIONOF HONGKONGCLASSIFIED BY SEX
AND EDUCATIONALATTAINMENT
1961 1966 1971 1976
Census By-censusEducational Census Bv-census
Attainment
Sex
12.7 10.3 9.213.7No schooling M
and














Source: Census and Statistics Department, Hong Kong Annual uigest
of Statistics 1978 Edition (Hong Kong: Government
Printer, 1976), p. 149.
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